Academic Senate - Agenda, 2/05/2019 by Academic Senate,
Meeting of the Academic Senate 
Tuesday, February 5, 2019 
UU 220, 3:10 to 5:00 pm 
I. Minutes: None 
II. Communication (s) and Announcement (s): none. 
III . Reports: 
A. Academic Senate Chair: 
B. President's Office: 
C. Provost: 
D. Vice President for Student Affairs: 
E. Statewide Senate : 
F. CFA: 
G. ASI: 
IV. Business Items: 
A. Resolution on Minors: Brian Self, Academic Senate Curriculum Committee Chair, first reading (pp. 2-11 ). 
B. [TIME CERTAIN 4:00 p.m.] Resolution on Creation ofNew Department for Interdisciplinary Studies in the 
Liberal Arts: Elizabeth Lowham, Political Science Department Chair and Kathryn Rummell, Interim CLA Dean, 
second reading (pp. 12-21). 
C. [TIME CERTAIN 4:15 p.m.] Resolution on Campus Climate: University Ombuds and Training: Paul Choboter, 
Math Department, second reading (pp. 22-57). 
D. Resolution on Endorsing Main Components of Cal Poly's Strategic Plan: Sean Hurley, Chair Budget and Long­
Range Planning Committee, second reading (pp. 58-66). 
E. Resolution on University Faculty Personnel Policies Chapter 1: Preface: Ken Brown, Chair Faculty Affairs 
Committee, second reading (pp. 67-72). 
F. Resolution on University Faculty Personnel Policies Chapter 2: Faculty Appointments: Ken Brown, Chair Faculty 
Affairs Committee, second reading (pp. 73-79). 
G. Resolution on University Faculty Personnel Policies Chapter 3: Personnel Files: Ken Brown , Chair Faculty Affairs 
Committee, second reading (pp. 80-84). 
H. Resolution on University Faculty Personnel Policies Chapter 4: Responsibilities in Faculty Evaluation: Ken 
Brown, Chair Faculty Affairs Committee, second reading (pp. 85-92) . 
I. Resolution to Modify the Bylaws of the Academic Senate: Dustin Stegner, Academic Senate Chair, first reading (pp. 
93-94). 
J. Resolution to Modify Section V. Meetings of the Bylaws of the Academic Senate: Dustin Stegner , Academic Senate 
Chair, first reading (p. 95). 
V. Discussion ltem (s): 
VI. Adjournment: 
805-756-1258 -- academicsenate.calpoly.edu 
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Adopted: 
ACADEMIC SENATE 
Of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION ON MINORS 
Impact on Existing Policy: i This resolution supersedes all prior policies 
regarding minors including the following resolutions: AS-73-79, AS-213-86, 
AS-312-89, AS-335-90, and AS-437-95. This resolution will not supersede 
resolution AS-775-14 on Cross-Disciplinary Studies Minors. 
1 WHEREAS, A minor has been defined as a "coherent group of courses which 
2 stands alone and provides a student with broad knowledge of and 
3 competency in an area outside of the student's major"; and 
4 
5 WHEREAS, A major and a minor may not be taken in the same degree program; 
6 and 
7 
8 WHEREAS, The minor consists of 24 to 30 quarter units, of which at least half 
9 must be upper division; and 
10 
11 WHEREAS, Numerous resolutions outline requirements for minors and a single 
12 comprehensive policy would provide clarity; therefore be it 
13 
14 RESOLVED: That the Academic Senate adopts the attached "Academic Program 
15 Review Policies and Procedures - Policy on Minors", and be it further 
16 
17 RESOLVED: That, as part of this policy, the Academic Senate revise the unit range 
18 of minors from 24-30 quarter units to 24-32 quarter units in order to 
19 accommodate more effectively 4-quarter -unit classes into minors. 
Proposed by: Academic Senate Curriculum Committee 
Date: January 17, 2019 
i (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 
(3) If there is no impact on existing policy, please indicate NONE. 
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Academic Program Review Policies and Procedures - Policy on Minors 
DEFINITION 
A minor is defined as a coherent group of courses whieh staRds alone andthat provides a student 
with broad knowledge of and competency in an area outside the student's major. 
MAJORS/MINORS 
• A major and a minor may not be taken in the same degree program (e.g., a student 
majoring in history may not complete a minor in history, whereas a student majoring in 
crop science may complete a minor in plant protection). 
• The minor will be completed along with the requirements for the bachelor's degree. At 
least 12 units must be from outside the specified Major and Support courses. 
REQUIREMENTS 
• Students who wish to enrol] in a minor should contact the department offering the minor 
and meet with the minor advisor. A student should enroll in a minor as early as possible 
when considering their path to degree. 
• A minor consists of 24 to 32 units. At least half of the units must be from upper-division 
courses (300- or 400-level), and at least half of the units must be taken at Cal Poly (in 
residence). An exception is allowed for students earning a minor that involves a 
si2nificant international component {e.g., French , German . Spanish . or Italian Studies) m 
Freneh, Germ1m. SpaAish, or Italian Studies who complete work toward that minor 
through study abroad; in these cases, at least a third of the units must be taken at Cal Poly 
(in residence). 
• Not more than one-third of the courses in a minor can be graded Credit/No Credit 
(CR/NC), except for courses that have mandatory CR/NC grading. 
• A minimum overall 2.0 GPA is required for completion of the minor . 
MINORS/GRADUATION 
• The minor should be declared as soon as the student is reasonably certain that they will 
pursue that minor. A minor is officially declared by submitting a completed minor 
agreement form to the Office of the Registrar. Once a minor is formally declared and 
entered into the student's record, progress in the minor can be tracked on the Degree 
Progress report. 
• The completion of the minor will be noted on the student's transcript but will not be 
sh'own on the diploma. In no case will a diploma be awarded for the minor . 
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MINOR SHOULD BE OUTSIDE THE MAJOR 
In contrast to a concentration, A--~minor is defined as a coherent group of courses whieh staAds 
a\~e:e aHdthat provides a student with broad knowledge of and competency in an area outside the 
student's major. In contrast to a eoAeentratioe:, a minor stands aloAe and is distinet from aAd 
outs ide the student's degree major. For example, a major in Agricultural and Environmental 
Horticultural Sciences concentrating in Environmental Horticultural Science cannot obtain a 
Landscape Horticulture Minor but can obtain a Crop Science Minor. 
A minor must require that students take a minimum of 12 units outside of their specified Major 
and Support courses (see definitions of Major Courses and Support Courses at the end of the 
document). 
The 12 units (minimum) outside the specified Major or Support courses must be from 
1. Free electives; 
2. A list of designated electives, such as approved electives or technical electives; 
3. General Education courses (as long as they are not specified as Major or Support 
Courses); and/or 
4 . Additional units that do not count towards the student's undergraduate degree 
requirements. 
Majors in which the majority of requirements for a minor are embedded within the major and 
support courses shall not grant the minor to their students . The Academic Senate Curriculum 
Committee (ASCC) will review combinations of majors and minors to identify major-minor 
combinations where it is possible for students to earn both the major and the minor without 
taking 12 units that are outside the major. If a minor is not sufficiently "outside the student's 
major", a note will be added to the catalog description of the minor indicating "Minor not open 
to students majoring in XXX." 
MINOR IS COHERENT GROUP OF COURSES 
A proposal for a minor program will demonstrate that the minor is a "coherent group of courses 
with a defined purpose or theme." This coherence can be shown in two wa, s: first!\. the 
proposal will include a brief matrix of the Minor Pro gram Leamine. Objectives correlated with 
the courses in the minor. The matrix should map Minor Proi:rram Leaming Ob jectives to courses 
within the minor such that all PLOs are met b, even student obtaining the minor. Similarh. the 
required courses should all meet, at least in part one or more of the Minor PLOs. 
A second strong indicator of coherence is having a core group of courses of at least I 2 units that 
is common for all students in the minor program. Some of these units may include a choice of 
one course from a short list of courses that have similar content and course learn in!! objectives. 
For example . the following two requirements are consistent with the intent of this po lie\ . 
Select from the following (4 units): STAT 217 . STAT 218. STAT 251. 
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Select from the following (4 unit s): ENGL 330. ENG L 331, ENGL 332. ENGL 333. 
ENGL 334 . ENGL 335 , ENGL 339 
The first list includes three introducton statistics courses lhat contain similar content but arc 
offored for different majors. The second list focuses on British Literature durin g different time 
periods. 
Proposed pro!!rams that do not have a core of 12 units in their minor should include a written 
statement describin g how the minor offers a ''coherent group of courses with a defined purpose 
or theme." 
The minor consist:i of 24 to .32 ql:larter units, of which, at leasl half nlu:;t be upper di¥ision. 
Twel>,·e or more ef the units in the minor must be specified courses with the remainder, if any, to 
be ehosen from an appFOpriate list(s). The specified units in a FRinor 1'ftay incluElt! a choiee of one 
course from a short list of courses that have similar content or et~urse learning objecfr,es. For 
exat'l'lple, the following reqHirement is consisteRt v,rith the intent of this pol-iey; 
Select from the follo•Ning (4 HRits): STAT 217. -&+A+ 218 , STAT 251. 
The aboYe list includes three introductory statistics eoHrses that contaiR similar conteRt but are 
offered for differeRt majors. The ASCC 1No1:1ld coAsider the 4 units iA the abo¥e example to be 
specified. 
PrograHlS may req1:1est an eX:ception to the requireFAent hat at least 12 HR its itt a minor be 
specified. Enception reEfuests mHst be sHbmitted to the ,.\SCC and shoHld include a written 
j1:1stificatioR that demoRstrates ho•N the courses in the FAinor enable all students to achie¥e the 
MiRor Program Leaming Objectives. The ASCC will reyiew e~.eef)tion reEfuests ifl consultation 
with the Miaor PrograFA to ensHre that the miRor offors a "coherent group of courses ·Nith a 
defined purpose or theme." 
A proposal for a miRor program •Nill ineh:1de a brief matrix of the MiRor Program Learning 
Objecti¥es pro¥ided l:ly the miRor correlated wit:h the coHrses iR the minor. Tl-1is matrix should 
demoRstrate that the minor is a "eohereRt grnup of courses ~..-ith a Elefinel:i pm·pose or theme." 
The matriX: sho1:1ld map Minor Program beamiRg Objecti¥es to e01:1rses withiR the minor sueh 
that all PLOs are met. Similar!)', the reqHired co1:1rses shoHld all meet, at least iR part, one or 
more of the MiRor PLOs. 
MULTIPLE MINORS 
A student may count a maximum of 8 units between any two minors. 
NEW MINORS 
Because minors increase student choice and do not pertain to degree requirements, a new minor 
may be proposed at any time. A proposal for a new minor will undergo the standard academic 
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review process and provide learning objectives, demonstrate student interest and need, identify 
resources, etc. 
New electives may be added to a minor at any time, but other changes may only occur during a 
catalog cycle. 
IMPLEMENTATION 
Existing minors with fewer than 12 specified units will not be required to request an exception or 
to provide justification, unless they propose substantive changes to the minor. All minors will 
need to provide Minor Program Learning Objectives and their PLO-to-course mapping for the 
2021-2023 catalog. The Minor PLOs will be published in the 2021-2023 catalog. 
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DEFINITIONS 
As stated in the Cal Poly catalog, Major Courses and Support Courses are defined as: 
Major Courses 
• comprise the basic knowledge in the discipline and are required of all students in the 
major; 
• have the prefix of the major program and/or college; may be from any other prefix or 
discipline which are required in the major field of study; 
• count toward the Major GPA; include common core courses that are at least half of the 
required number of units in the major; 
• may be augmented by a concentration, minor or adviser approved electives; 
• which fulfill General Education requirements shall be listed in the major course category 
with a reference (as an asterisk) to the GE area; 
• should include 15 units designated at the 100-200 level. 
Support Courses 
• are any specified courses that are not listed in the major; do not carry the prefix of the 
home department, with the exception of advisor/technical/professional electives; 
• are optional depending on the nature of the degree program and the judgment of the 
program's faculty; 
• which fulfill General Education requirements shall be listed in the support course 
category with a reference (as an asterisk) to the GE area. 
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Background Material 
Cal Poly first addressed minors in Resolution AS-73-79, where it endorsed ''the concept of 
optional minors" and provided a definition: 
A minor is a formal aggregate of classes in a specific subject area designed to give a student 
documented competency in a secondary course of study. In contrast to options and 
concentrations it stands alone and is distinct from and outside the student's degree major. 
Additiona1ly, it set forth that 
The minor consists of 24 to 30 quarter units, of which at least half must be upper division. 
Twelve or more of the units in the minor must be specified courses with the remainder, if 
any, to be chosen from an appropriate list. 
Resolution AS-213-86 tried to provide differentiation between minors and concentrations by 
stating "in contrast to concentrations it stands alone and is distinct from and outside the student ' s 
degree major ." 
Resolution AS-312-89 called for a study on minors at Cal Poly. This study resulted in a 
Resolution AS-335-90, which concluded that minors that "presented a clear central theme and 
justified the choice of courses in relation to that theme were the strongest. In addition 
interdisciplinary programs were stronger if they included a course or courses which integrated 
the diverse elements of the program." 
The resolution also called for minors to be included in Program Review, and that "a proposal for 
a minor program be required to include a brief matrix of competencies provided by the minor 
correlated with the courses in the minor which will fulfi]l those competencies." Finally, it made 
minor changes to the definition of a minor: 
A minor is a group of courses outside the major with a defined purpose or theme which gives 
documented competency in a secondary course of study. 
Resolution AS-437-95 changed the policy that "A major and a minor may not be taken in the 
same discipline. Units taken for completion of the minor may not be counted to satisfy 
requirements for courses in the "major" column of the student's curriculum sheet" to simply say 
that "A major and a minor may not be taken in the same degree program." 
Finally, Resolution AS-775-14 established Cross-Disciplinary minors and had a provision that 
"the CDSM curriculum shall require at least 12 units of coursework that cannot be covered by 
the requirements of the student's major." 
Between 1995 and 2014, CAM was migrated to the Academic Plans and Programs site 
(https://academic programs.cal pol, .edu/content/academic policies/Policies-Under !.!rad/Minors). 
Several of the provisions were not copied over, but no Academic Senate resolutions ever 
officially retired or replaced the previous ones. The policies on the website as of October 9, 2018 
are provided below . 
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Minors 
Definition: A minor is defined as a coherent group of courses which stands alone and 
provides a student with broad knowledge of and competency in an area outside the 
student's major. 
Majors/Minors 
• A major and a minor may not be taken in the same degree program (e.g., a student 
majoring in history may not complete a minor in history, whereas a student majoring in 
crop science may complete a minor in plant protection). 
• The minor will be completed along with the requirements for the bachelor's degree. 
Courses in the minor may be used to satisfy major, support, and general education 
requirements. 
Requirements 
• Students who wish to complete a minor are to contact the department offering the 
academic minor as early as possible in the program and fill out the appropriate 
agreement form. 
• A minor consists of 24 to 30 units. At least half of the units must be from upper­
division courses (300- or 400-level). For French, German, and Spanish language 
minors studying abroad, the residence requirement is reduced from 12 units (1/2 of 
the 24 required for these minors) to 8 units, 1 /3 of the total. 
• Not more than one-third of the courses in a minor can be graded Credit/No Credit 
(CR/NC), except for courses which have mandatory CR/NC grading. 
• A minimum overall 2.0 GPA is required for completion of the minor. Prior to 
3/29/2017, French, German and Spanish language minors must have a minimum overall 
2.75 GPA. 
Minors/Graduation 
• The minor should be declared as soon as the student is reasonably certain that he/she 
will pursue that minor. Check with the minor advisor to complete the minor form, 
which should then be submitted to the Office of the Registrar. Once it is formally 
declared and entered into the student's record, progress in the minor can be tracked 
on the Degree Progress report. 
• The completion of the minor will be noted on the student's transcript but will not be 
shown on the diploma. In no case will a diploma be awarded for the minor. 
-- ----
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Resolution on Minors Survey 
Your college or organization: 
All questions had choices of: 
0 Strongly support □ Support □ Neutral □ Oppose □ Strongly Oppose 
and allowed for further comment. 
1. The current definition of a minor: 
"A minor is defined as a coherent group of courses which stands alone and provides 
a student with broad knowledge of and competency in and area outside of the 
students major." (Academic Policies, Minors) 
2. The current wording in the policy is that 
"At least 12 units must be outside of the specified Major and Support classes." 
3. The current wording in the policy (from the definition that has been used historically) is that 
"A minor should be a coherent group of courses" 
4. The current wording has a number of ways to exhibit that the minor has coherence, or focus. 
Please indicate your support for each of these (put large X through them if you don't think a 
minor should be focused or coherent). 
Having a set of 12 core units (okay if there are groupings with similar CLOs; see policy) 
Make this required 
0 Strongly support O Support O Neutral □ Oppose □ Strongly Oppose 
Have 12 core units as an option (see next statement) 
□ Strongly support □ Support O Neutral □ Oppose O Strongly Oppose 
Request explanation of coherency if the minor doesn't have the 12 core units 
□ Strongly support □ Support □ Neutral □ Oppose □ Strongly Oppose 
5. A minor should have Program Learning Objectives 
6. A minor should map its courses to its PLOs 
7. List if any of the listed provisions would make you vote against the resolution 
8. Any further comments or feedback? 
12/10/18 (gg) 
Resolution on Minors Survey 
1 2 3 4 5 6 7 8 
.., Support for Having a Set of 12 :i:t: 
.., > 
... 
0,1) Support for Support for Support for Core Units Support for Support to Map Vote Other 
> ~ 
::::J 8 Current Definition Current Wording Historical Required Option Request PLO Courses to PLOs Against the Feedback Vl of a Minor in Policy Wording in the Explanatio Resolution 
Policy n 
Strongly support Strongly support Neutral Strongly Oppose Support Neutral Neutral None None 1 CLA 
support 
2 CENG Strongly support Strongly support Strongly support X X X Neutral Neutral None None 
Support Support Support Oppose Support Strongly Neutral Neutral None None 3 BLANK 
support 
4 CSM Support Support Support Neutral Support Neutral Support Support None None 
s Strongly support 
Neutral Strongly support X X Strongly Strongly Strongly support None None OCOB 
support support 
6 CENG Strongly oppose Strong ly oppose Strongly oppose X X X Oppose Strongly oppose None Non 
7 CSM Support Strongly support Support Oppose Support Oppose Neutral Neutral None None 
8 CSM Strongly support Neutral Support Oppose Support Support Neutral Neutral None None 
Support Oppose Support Strongly Oppose Oppose Support Strongly oppose Unsure None 
9 CENG 
oppose 
Support Support Strongly support Strongly Oppose Support Strongly Strongly support None None 
10 CAFES 
support support 
Strongly support Support Strongly support Strongly X X Strongly Neutral None None ....
....
I 
11 CLA 
support support I 
Support Support Support Neutral Strongly Support Strongly Strongly support None None 
12 CLA 
support support 
Strongly support Strongly support Strongly support Strongly X X Strongly Strongly support No 
13 CLA 
support support 
Support Support Strongly support Neutral Oppose Neut ral Strongly Strongly support X X 
14 CAED 
support 
Strongly support Neutral Strongly support Strongly X X X X X X 
15 CAED 
support 
16 CSM Support Stron gly support Support Support Support Neutral Support Support None None 
Strongly oppose Strongly support Strongly Strongly Strongly Strongly Strongly oppose 
17 CLA oppose oppose oppose oppose 
Neutral Support Neutral X X X Oppo se Oppose 
18 CSM 
Support Neutral Neutral Strongly Strongly Support Oppose 
19 CLA oppose oppose 
Strong ly support Neutral Strong ly support Strongly Strongly Strongly Strongly Strongly support 20 CENG 
support support support support 
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Adopted: 
ACADEMIC SENATE 
Of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION ON CREATION OF NEW DEPARTMENT FOR INTERDISCIPLINARY 
STUDIES IN THE LIBERAL ARTS 
Impact on Existing Policy: i NONE. 
1 WHEREAS, Interdisciplinary Studies is currently an interdepartmental major within the 
2 College of Liberal Arts (CLA); and 
3 
4 WHEREAS, The Science, Technology and Society program is a set of four minors within 
5 the College of Liberal Arts (CLA); and 
6 
7 WHEREAS, The College of Liberal Arts (CLA) has identified several benefits for formally 
8 combining two programs - the Interdisciplinary Studies (BA) program and 
9 the Science, Technology and Society (minors) program and elevating the 
10 combined programs into one new department called Interdisciplinary 
11 Studies in the Liberal Arts Department; and 
12 
13 WHEREAS, The benefits and the structure of the new department are provided in the 
14 attachment to this resolution; and 
15 
16 WHEREAS, Said change in status and name has been approved by the college of Liberal 
17 Arts department chairs/program directors and the CLA Interim Dean; and 
18 
19 WHEREAS, Approval for combining these two programs into a new department has 
20 been given by all college Deans and the Provost; therefore be it 
21 
22 RESOLVED: That the Academic Senate of California Polytechnic State University, San Luis 
23 Obispo approve the creation of a new CLA department, Interdisciplinary 
24 Studies in the Liberal Arts Department. 
Proposed by: Interdisciplinary Studies Program and Science, 
Technology and Society Program 
Date: November 27, 2018 
i (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 
(3) If there is no impact on existing policy, please indicate NONE. 
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Overview 
As part of the CLA's commitment to Vision 2022 and the mission, core values and strategic 
goals of the university, both the Interdisciplinary Studies (IS) B.A. and the Science, Technology 
and Society (STS) Minors empo~er students with holistic, interdisciplinary experiences that 
prepare them for success in the global economy. Further, the CLA has repeatedly reaffirmed its 
commitment to ensure that students "develop the ability to understand, appreciate, and 
engage with the ways that different disciplines approach common problems." 1 
In open communication with all department chairs and program directors and the Interim Dean 
of CLA, we propose a reorganization to form a new department housing the Interdisciplinary 
Studies B.A. program and the Science, Technology and Society minors program. Reorganization 
will allow the college to support, teach and provide learning opportunities for students to 
develop an integrated understanding of important problems. Further, it provides students and 
faculty with interdisciplinary interests an intellectual home that allows them to develop their 
complementary and collaborative expertise . Finally, a single department structure provides the 
resources and support capable of addressing 'the increased demand in the minors and major 
programs in the most efficient manner. 
Background 
The Chancellor's Office approved the revision of the Interdisciplinary Studies (IS) B.A. on 18 
August 2018. 2 The IS program is designed to be flexible enough to accommodate students 
transferring from other majors, yet also focused enough to provide students with a coherent 
and rigorous baccalaureate education. The goal of the Interdisciplinary Studies program is to 
meet the needs of two student populations: (1) students whose major was not a good fit and 
who have had difficulty transferring into a new major, and (2) students whose academic goals 
cannot be best met through pre-existing major and minor options. The IS major is open to 
internal transfers only and provides an intellectual interdisciplinary home that supports the 
university's Graduation Initiative goals. In addition to a set of core courses, IS students must 
select one of seven areas of expertise: Arts & the Human Experience; Ethics, law & Justice; 
Global Studies; Health, Culture & Society; Science, Technology & Society; Social Sustainability; 
or Technology & Human Expression. 
The Academic Senate approved four new Science, Technology & Society Minors in 2015 to 
encourage interdisciplinary integration, knowledge and experiences at the intersection of 
science, technology and society. The four minors are, in alphabetical order, (1) Ethics, Public 
Policy, Science, Technology and Society; (2) Gender, Race, Culture, Science, Technology and 
Society; (3) Media Arts, Science, Technology and Society; and (4) Science and Risk 
1 
"College of Liberal Arts: Envisioning the Future, Tier 3 Narrative," (Winter 2015), p. 2. 
2 As part of the revision process, the Chancellor's Office also approved the conversion of the existing, but 
suspended BA in Interdisciplinary Studies major from self-support in Extended Education to state-support in the 
College of Liberal Arts. 
-14-
Communication. The four minors are united around a common introductory and capstone 
course with a separate set of required core courses and electives for each minor. 
Starting in 2015, the four STS minors have been administered by a program director. In some 
cases, the director also served as the director of the Interdisciplinary Studies in the Liberal Arts 
program. 3 As of fall 2018, both the Interdisciplinary Studies major and the Science, Technology 
and Society minors are run under the auspices of one director. During the 2018-2019 academic 
year, the ISLA program is hiring for Director of the STS minors and the IS major . 
Rationale for a New Department 
The new department is necessary to provide an intellectual hub for students to pursue 
interdisciplinary work efficiently, minimizing time to graduation while providing a set of robust 
and meaningful integrative experiences. Importantly, from the student perspective, a 
department reduces barriers in navigating Cal Poly's organizational complexity, provides 
resources to ensure appropriate career and post-graduate related learning, increases targeted 
advising, and enables meaningful mentorship for senior projects and research. Each of these is 
important in achieving Cal Poly's Graduation Initiative goals. Each of these is also particularly 
important for the success of interdisciplinary programs. 
While most departments and programs within the college are to some degree interdisciplinary, 
there is also ample evidence to suggest that such work and learning are better supported in 
environments and processes underpinned by interdisciplinary thinking and approaches. The 
goal of the new department is not to isolate faculty and students from other departments 
within the CLA but rather to create a department that serves as a natural hub for 
interdisciplinary work in its teaching, research and service. 
Further, the IS major is currently the only major fully housed within the College of Liberal Arts 
that does not operate within a department structure and still only exists as a program. As 
evidenced in the table below, we anticipate increasing student demand for the IS major as it 
becomes fully operational. As evidenced by the success of the Science, Technology and Society 
minors demonstrated in the table below, students at Cal Poly are clearly seeking opportunities 
to pursue interdisciplinary work focused on issues and skills they wish to develop. Combined 
with the increasing success of the STS minors, such growth places tremendous pressure on 
programs that do not have the opportunity to retain dedicated tenure line faculty or the ability 
of students to efficiently complete degree requirements and graduate in a timely manner. 
3 In 2016, the Humanities (HUM) program and prefix courses were renamed Interdisciplinary Studies in the Liberal 
Arts (ISLA) to better reflect the offerings and programs existing under the prefix. 
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Table 1. Student Demand Data 
Academic STS Anticipated Anticipated IS Total 
Year Enrollment STS Enrollment Enrollment 4 
2015-2016 126 
2016-2017 144 
2017-2018 198 
2018-2019 150 24 174 
2019-2020 175 48 223 
2020-2021 200 60 260 
2021-2022 200 72 272 
2022-2023 200 84 284 
At the most basic level, a department is necessary to ensure that the Interdisciplinary Studies 
major and the Science, Technology and Society minors can continue to provide holistic, 
experiential and vibrant learning opportunities for students. The departmental structure 
ensures that these students and programs are not relegated to lesser positions within the 
college and university structure. It creates opportunities for faculty to continue to invest in 
providing interdisciplinarily rich environments by recognizing the value and centrality of such 
work. It provides students avenues through which they can graduate in a timely manner with a 
degree that supports a wide variety of career-ready skills. 
Resource Implications of a new Interdisciplinary Studies in the Liberal Arts Department 
Many of the resources to support the new department are already in place or secured. There 
are currently five tenure-line faculty attached to the STS Program via Memorandums of 
Understanding (MOUs). There is currently a search underway for a STS/1S Director. The budget 
for the STS Program and IS Major have already been approved and accounted for as part of the 
approval process for the new major and as regular operating practices of the CLA. 
Faculty, Administrative , and Staff positions 
Department Chair 
The makeup of the faculty will be reorganized in the new department under a Department 
Chair. 
Faculty 
We anticipate meeting the faculty needs for the new department in a number of ways. First, 
faculty within the CLA engaged in interdisciplinary work will have the opportunity to move all or 
part of their tenure-line appointment to the new department via a process approved by all 
department chairs, program directors and the Interim Dean. 
4 
"Bachelor of Arts in Interdisciplinary Studies: Proposal for Revising and Converting to State-Support," (Spring 
2018), p. 24. 
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Second, there are a number of faculty formally attached to the existing Science, Technology and 
Society minors. Between 2014 and 2018, the CLA hired five faculty (Coleen Carrigan, Matthew 
Harsh, Jim Werner, Brian Beaton and Martine Lappe') who share their primary teaching, 
research and service responsibilities between the four minors and tenure-home departments 
within the college. The division of teaching, research and service responsibilities between the 
tenure departments and STS is outlined within each faculty member's Memorandum of 
Understanding (MOU). We anticipate that the STS component of their MOUs would transfer 
over from the existing STS Program to the new department. In addition, the STS/IS Director to 
be hired in the 2018-2019 academic year will likely be 1.0 FTE in the new department, assuming 
a new department is formed. 
Finally, there are a number of lecture- and tenure-line faculty attached to specific course 
proposals within the new IS major . The table below presents faculty for the core courses in the 
IS Major and the STS Minors as identified in the course proposals or by offerings since Fall 
2016.5 
Table 2. Core Courses in Interdisciplinary Studies B.A. and/or Science, Technology and Society 
Minors 
Course Title Current/Previous Listed Teaching 
Teaching Faculty Faculty on Course 
Proposal 
ISLA 123 Introduction to Science, Technology and Beaton, Harsh, 
Society Lehr 
ISLA 201 Introduction to Interdisciplinary Studies Bodemer Adan, Askay, 
Murphy, Razi 
ISLA 240 Introduction to Media Arts and Johnston, 
Technologies Ruszczycky 
ISLA 303 Values and Technology Johnston, Moon, 
Scarborough 
ISLA 305 Public Engagements with STEM Kolodziejski 
ISLA 320 Topics and Issues in Values, Media and Pierce, 
Culture Westwood 
ISLA 340 Media Arts and Technologies: Storytelling Barros 
ISLA 341 Media Arts and Technologies: Cinematic Barros 
Processes 
ISLA 355* Interdisciplinary Research Methods Adan, Askay, 
Bodemer, 
Lowham, 
Murphy, Navarro, 
Razi 
5 Please note that ISLA currently houses many interdisciplinary study-abroad courses not included in the second 
table . 
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ISLA 393 Action-oriented Ethnography Carrigan 
ISLA 440* Advanced Interdisciplinary Studies Adan, Anderson, 
Seminar Askay, Bodemer, 
Lowham, 
Murphy, Razi, 
Yeh 
ISLA456 Advanced Project-Based Learning in Beaton,Carrigan, 
Science, Technology and Society Lappe, Lehr, 
Lowham, 
Werner 
ISLA 461* Senior Project Askay, Bodemer, 
Farber, Lowham, 
Murphy, Razi 
* First offering, 2019-2020 Academic Year 
Staff 
We believe that the majority of the support staff required for the new department are currently 
in place or were approved as part of the proposal for the IS major. 
Administrative Support Staff 
Since the launch of the STS Minors in 2015, the staff support for the HUM/ISLA programs has 
gone through several iterations, most of which were combinations of part-time support from 
other departments. Currently, the programs are supported by a single ASC I, Nicole Rivera (FTE 
1.0}. Importantly, the transition to a full-time ASC coincided with the launch of the new IS 
major, and includes staff support for the Center for Expressive Technologies. 6 During the first 
two years of the new department, the college has agreed to continue to provide administrative 
support staff through existing resources. 
Budget 
We anticipate that the new department will require few additional resources above those 
previously approved for the STS program and IS major. The college currently supports the STS 
Director, the Administrative Support Coordinator, and the STS courses with the ISLA 
designation. The budget for the already-approved IS major includes the resources to support 
the IS major coordinator, additional administrative staff required for the program, and a budget 
to staff major courses in ISLA and in other departments. We anticipate that these combined 
resources should largely cover the operational costs of the new department. 
6 The Center for Expressive Technologies is a college level center closely related to the work of the STS minors. It is 
currently directed by Dr. Matthew Harsh, associate professo_r in Social Sciences and STS. 
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The ASC already has an office space and the new IS/STS director will come in with a 
faculty office as part of the hiring process. We will use regular CLA processes for determining 
office space to move the program's Administrative Support Coordinator and Chair in proximity 
to each other as space and resources allow. As indicated in the proposal for the IS major, we do 
not anticipate requiring additional specialized classroom spaces or other facilities. The STS 
faculty already have access to existing research space in Building 52 and we anticipate that they 
would still have access to this space as part of the new department. Space resources and 
maintenance of these spaces have already been accounted for in the normal operations of the 
CLA. 
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CAL POLY 
COllege of liberal Arts 
Dean's Office 
6 November 2018 
Academic Senate 
Cal Poly -San Luis Obispo 
Dear Members of the Academic Senate, 
Thank you for your consideration of the proposed reorganization and change of administrative 
status for the Interdisciplinary Studies Program and the Science, Technology and Society 
Program. As department chairs, program directors and members of the College Council, we 
enthusiastically and unanimously support this proposal for the ways it wili support student 
success and faculty development. 
We believe that reorganization will allow the college to support, teach and provide learn by 
doing opportunities for students based in an interdisciplinary and integrated understanding of 
important problems. Importantly, the new department c~eates an intellectual hub for students 
to pursue interdisciplinary work efficiently, minimizing time to graduation while providing a set 
of robust and meaningful integrative experiences. 
From the student perspective, a department reduces barriers in navigating Cal Poly's 
organizational complexity, provides resources to ensure appropriate career and post-graduate 
related learning, increases targeted advising, and enables meaningful mentorship for senior 
projects and research. By providing students and faculty with interdisciplinary interests an 
intellectual home in the college, a department encourages the development of their 
complementary and collaborative expertise. 
Finally, we believe a single department structure provides the resources and support capable of 
addressing the increased demand in the minors and major programs in the most efficient 
manner. As evidenced by the success and growth of the Science, Technology and Society 
minors, students at Cal Poly are clearly seeking opportunities to pursue interdisciplinary work 
focused on issues and skills they wish to develop . Combined with the approval of the new 
Interdisciplinary Studies major, such growth places tremendous pressure on programs that do 
not have the opportunity to retain dedicated tenure-line faculty or the ability of students to 
efficiently complete degree requirements and graduate in a timely manner. A department 
would provide a stable and coherent structure for these two programs, and we support the 
creation of this department in the College of Liberal Arts. 
Sincerely, 
Phone 805-756-2706 I cla .calpoly .edu 
1 Grand Avenue I san Luis Obispo I CA I 93407-0320 
-20-
.,
C' 
. i 
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Phone 805-756-2706 I cla.calpoly .edu 
1 Grand Avenue I San Luis Obispo I CA I 93407-0320 
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CALPOLY 
College of Liberal Arts 
MEMORANDUM 
TO: Dustin Stegner DATE: November 29, 2018 
Chair, Academic Senate 
FROM: Kathryn Rummell ~ cc: Kathleen Enz Finken, Provost and Executive Vice 
Interim Dean, Co1lege of President for Academic Affairs 
Libera] Arts Scott Dawson, Dean, Orfalea College of Business 
Amy Fleischer, Dean, College of Engineering 
Christine Theodoropoulos, Dean, College of 
Architecture & Environmental Design 
Andrew Thulin, Dean, College of Agriculture, Food 
and Environmental Sciences 
Dean Wendt, Dean, College of Science and 
Mathematics 
SUBJECT: Resolution on Creation of New Department for Interdisciplinary Studies in the 
Liberal Arts 
This memo formally acknowledges approval of the above-entitled Academic Senate resolution 
and proposal to· create a new department, Interdisciplinary Studies in the Libera] Arts, by the 
Deans' Council. The Deans' Council endorsed the proposal at its November 26, 2018 meeting. 
Phone 805-756-2359 I cla.celpoly.edu 
1 Grand Avenue I San Luis Obispo I CA I 93407-0320 
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Adopted: 
ACADEMIC SENATE 
of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS- -19 
RESOLUTION ON CAMPUS CLIMATE 
UNIVERSITY OMBUDS AND TRAINING 
1 WHEREAS, According to data on the CSU Student Success Dashboards and a recent article in the San 
2 Luis Obispo Tribune, Cal Poly has the least racial/ethnic diversity in the CSU System; 
3 and 
4 
5 WHEREAS, Cal Poly has required periodic anti-harassment, discrimination, retaliation training for all 
6 Cal Poly employees with direct supeivisory responsibility over students; and 
7 
8 WHEREAS, Cal Poly faculty come in contact with students in other ways including classrooms as 
9 well as during advising; and 
10 
11 WHEREAS , Counseling Services provides the "Facult y Guide: Assisting the Emotinall y Distressed 
12 Student" with url htt ps://hcs.cal poly.edu/content/counseling/emotional distress ; and 
13 
14 WHEREAS, Ombuds services provide early intervention that can resolve conflicts before they develop 
15 into more serious concerns; and 
16 
1 7 WHEREAS, Cal Poly has an Office of Student Ombuds Seivices that provides students with assistance 
18 in resolving university related issues, concerns, conflicts or complaints; and 
19 
20 WHEREAS, 14 of the CSU campuses have Ombuds Offices as of October 2018; and 
21 
22 WHEREAS, A majority {IO of 14) of these CSU Ombuds Offices serve students, faculty and_staff, and 
23 5 of the 14 also serve MPPt therefore, be it 
24 
25 RESOLVED: That the Academic Senate recommends that the responsibilities of the Ombuds Office be 
26 expanded to include all University constituents; and be it further 
27 
28 RESOLVED: That the Academic Senate recommends that this expansion of the responsibilities of the 
29 Ombuds Office be done in such a way that the services provided for students not be 
3 0 adversely affected; and be it further 
31 
32 RESOLVED: That the Academic Senate recommends that all Cal Poly employees undergo periodic 
33 sexual harassment anti-harassment , discrimination, retaliation training; and be it furt~er 
34 
3 5 RESOLVED: That the Academic Senate recommends that_all Cal Poly employees undergo periodic 
36 implicit bias training; and be it further 
37 
3 8 RESOLVED: That the Academic Senate recommends that_ Cal Poly establish i=e•#aFEls incentives to 
39 encourage employees to participate in Employment Equity Facilitator training; and be it 
40 
41 RESOLVED: That the Academic Senate recommends that Cal Poly establish incentives to encourage 
42 employees to participate in trainings aimed at assisting the emotionall y distressed 
4 3 student ; and be it further 
44 
45 
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46 RESOLVED: That the Academic Senate reaffirms its commitment to Academic Senate 
47 Resolution, AS-695-09, Resolution on the Cal Poly Statement on Commitment to 
48 community. 
Proposed by: Paul Choboter - Math Department, Dianne DeTurris - Aerospace Engineering 
Department, Ashley Eberle - Career Services, Harvey Greenwald - Emeritus 
Academic Senate Chair, Camille O'Bryant - Associate Dean, CSM 
Date: September 13, 2018 
Revised: November 13, 2018 
Revised: January 29, 2019 
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INTERNATIONAL 
OMBUDSMAN 
ASSOCIATION 
IOA STANDARDS OF PRACTICE 
PR EAMB LE 
The JOA Standards of Practice are based upon and derived from the ethical principles stated in the JOA Code of Ethics. 
Ea.ch Ombudsman office should have an org,miurional Charter or Terms of Rt-ference, approved by senior management, :uticulating the principles of the Ombudsman function 
in thar organization and their consistency with the JOA Standards of Practice-. 
STANDARDS OF PRACTI C E 
INDEPENDENCE 
I. I The Ombudsman Office and the Ombudsman arc independent from other organizational entities. 
1.2 The Ombudsman holds no other position within the organization which might compromise independence. 
1.3 The Ombudsman excrcis~ sole discretion over whether or how to act regarding an individuaJ's concern, a trend or concerns of multiple individuals over time. The 
Ombudsman may also initiate action on a concern identified through the Ombudsman' <litter observation. 
1.4 The Ombudsman has access to al] information and an individuals in the organization, as permitted hr law. 
1.5 The Ombudsman has authority to select Ombudsman Office sra/T and manage Ombudsman Office budget and operations. 
NEUTRALITY AND IMPARTIALITY 
2.1 The Ombudsman is neutral, impartial, and unaligned. 
2.2 The Ombudsman strives for impartiality. fairness and objectiviry in tht crcatmcnr of people and the consideration of issues. The Ombudsman advocates for fair and 
equira.bly adminisrtrtd processes and does not advocate on behalf of any individual within the organization. 
2.3 The Ombudsman is a designated neutral rtpordng ro the highest possible level of the organization and operating independent of ordinary line and sraff' scructures. 
The Ombudsman should not repon co nor be structurally affiliated with any compliance function of the organization. 
2.4 The Ombudsman ser\'es in no additional role within the organization which \vould compromise the Ombudsman' neutrality. The Ombudsman should not be aligned 
with any forma1 or informal nssodations within the org,miz.ation in a way that might create actual or perceived conflicrs of interest for the Ombudsman. The Ombudsman 
should have no personal inrerrst or stake in, 21nd incur no gain or loss from, ~he ourcome of an issue. 
2.5 The Ombudsman h~ a respomibility ro oonsider rht legirimatt concerns and interescs of all individuals affected by the matter under considtr.i.rion. 
2.6 The Ombudsman helps develop a range of responsible option, to resolve problems and facilitate discussion to identify the best options. 
CONFIDENTIAI.ITY 
3.1 The Ombudsman holds all communications with those seeking assistance in strict confidence and ral«s all reasonable steps to safeguard confidentiality, including the following: 
The! Ombudsman dots not revcaJ, and must not be required to reveal, the identity of any individual contacting rhe Ombudsman Office, nor docs rhe Ombudsman reveal 
information provided in confidence that could lead to the identification of any individual conracring the Ombudsman Ofl1ce, without chat individual's express permission, 
given in the course-of informal discussions with the Ombudsman; the Ombudsman rakes specific a:crion related to an individual's i~ue only with the individual's express per-­
mission and only to the e>ra:11t permitted, and even then at the sole discrtrion of the Ombudsm.tn, unless such action an be taken in a \\'aY chat safeguards the identity of 
the individual contiil.cting the Ombudsman Office. The only exception to rhis privilege of confidentiality is where there appean. to be imminent risk of serious h;1.rm, and 
where there is no ocher re.uonable option. Whether this risk exists is a dercrmimuion to be made by the Ombudsma.11. 
3.2 Communications between the Ombudsman and others (made while the Ombudsman is setving in that cap;tcity) arc considered privileg,d. The privilege belong, to rhe 
Ombudsman and the Ombudsman 0/licc, rather rhan to any party to an issue. Others cannot waive this privilege. 
3.3 The Ombudsman does not resrify in any formal process inside thC' organiz.uion and resists tcsti(ying in any formal proctSS ourside of the organization regarding a visitor's 
contact wirh the Ombudsman or confidential information communicated to the Ombudsman. tven if given permission or requested to do so. The Ombudsman may, 
however, provide general, non-confidential information about the Ombudsman Office or the Ombud,man profession. 
3.4 If che Ombudsman pursues an issue sysremically (e.g., prmides feedback on trends, issues, policies and practices) the Ombudsman does so in a way that safeguard, the 
identity of individuals. 
3.5 The Ombudsman keeps no records containing identifying information on behalf of the orgd.nization. 
3.6 The Ombudsman maintains information (e.g., notes, phone messages, appointment calendars) in a secure location and manner, protected from inspection by others 
{including management)~ and has a consistent and standard practice for rhe destruction of such information. 
3.7 The Ombudsman prepares any data and/or reports in a manner that protects confidentiality. 
3.R Communications m3de to the ombudsman arc not notice ro rhc organizarion. The ombudsman neither acrs as agem for, nor accepts notice on behalf of, the organizacion 
and shaJJ not serve in a position or role ,hat is designated by the organiz.1:1ion as a place to receive notice on behalf of the organization. However1 the ombudsman may 
refer individua~ ro tht appropriate plact whtrc formal notice an be. made. 
INFORMAlJTY AND OI1IER STANDARDS 
4.1 The Ombudsman functions on an informal basis by such means as: listening, providing and receiving information, identifying and reframing issucsi developing a range of 
rcc.ponsible options1 and - with permission and at Ombudsman discrction - engaging in informal third•party inten•tntion. Whtn possible, the Ombudsman helps people 
devdop new ways to solve problems themselves. 
4.2 The Ombudsman as au informal and off~the•re-(;ord resource pursues resolution of concerns and looks into procedural irregufariti~ and/or broader ~ysrernic problems 
when appropriate. 
4.3 The Ombudsman docs not make binding decision,, mandate policies, or formally adjudicate issues for the organiurion . 
4.4 The Ombudsman supplemcms, but does nor rtpl.i.cc, any formal channels. Use of the Ombudsman Office is vo1unrary. arid is not a required step in any grievance proctSS 
or organizational policy. 
4.; The Ombudsman does not participate in any formal investigative or adjudicarivt procedures. Formal investigations should be conducted by orhers. ·when a formal investigation 
is requested, the Ombudsman refers individuals to the appropriate offices or individual. 
4.6 The Ombudsman identifies trends. issues and concerns about policies and procedures, including potential foture issuts ,1nd concerns, wichout breaching confidentiality or 
anonymity, and provides recommendations for responsibly addreuing them. 
4.7 The Ombudsman acts in accordance with the JOA Code of Ethics and Standards of Practice, ker:ps professionally current by pursuing continuing education, and provides 
oppornmicies fur staff to pursut professional tr-.i.ining. 
4.8 The Ombud,man ,nd.e,vors to be worthy of the tt115t placed in the Ombudsman Office. 
www.ombudsassociat ion.org 
11.cv. 101119 
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Adopted: November t 7, 2015 
ACADEMIC SENATE 
of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-807-15 
RESOLUTION ON CAL POLY STATEMENT ON DIVERSITY AND INCLUSIVITY 
1 WHEREAS, The Academic Senate has approved several resolutions since 1987 regarding the 
2 importance of diversity and educational equity; and 
3 
4 WHEREAS, Among these resolutions includes the "Cal Poly Statement on Diversity," which 
5 was approved in 1998 (AS-506-98/DTF); and 
6 
7 WHEREAS, In the ensuing years since the Cal Poly Statement on Diversity was approved 
8 faculty, staff, and students have worked to gain a deeper understanding of the 
9 importance of diversity and educational equity through a myriad of approaches, 
10 · including the adoption of the Inclusive Excellence Model in 2009 (AS-682-09); 
11 and 
12 
13 WHEREAS, Today at Cal Poly we continue to strive to increase diversity, but in addition, we 
14 attend more closely than ever to fostering a culture of inclusivity for every 
15 faculty, staff, and student member on this campus; therefore, be it 
16 
17 RESOLVED: That the Inclusive Excellence Council has developed a new statement on diversity 
18 to reflect the inclusivity aspect of our university; and be it further 
19 
20 RESOLVED: That the Academic Senate approves the attached Cal Poly Statement on Diversity 
21 and Inc)usivity . 
Proposed by: Inclusive Excellence Council 
Date: September 29. 2015 
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Cal Poly State'ment on Diversity and Inclusivity* 
September 29, 1015 
Revised - November 12, 2015 
Approved - November 17, 2015 
At Cal Poly we believe that academic freedom, a cornerstone value, is exercised best when there is 
understanding and respect for our diversity of experiences, identities, and worldviews. 
Consequently, we create learning environments that allow for meaningful development of self­
awareness, knowledge, and skills alongside a~ention to others who may have experiences, 
worldviews, and values that are different from our own. In so doing, we encourage our students, 
faculty, and staff to seek out opportunities to engage with others who are both similar and 4ifferent 
from them, thereby increasing their capacity for knowledge, empathy, and conscious participation 
in local and global communities. 
In the spirit of educational equity, and in acknowledgement of the significant ways in which a 
university education can transform the lives of individuals and communities, we strive to increase 
the diversity at Cal Poly.· As an institution that serves the state of California within a global 
context, we support the recruitment, retention, and success of talented students, faculty, and staff 
from across all societies, including people who are from historicalJy and societally marginaliz.ed 
and underrepresented groups. 
Cal Poly is an inclusive community that embraces differences in people and thoughts. By being 
open to new ideas and showing respect for diverse points of view, we support a climate that allows 
all studetits, faculty, and staff to feel to feel valued, which in tum facilitates the recruitment and 
retention of a diverse campus population. We are a culturally invested university whose members 
take personal responsibility for fostering exceJJence in our own and others' endeavors. To this end, 
we support an increased awareness and understanding of how one's own identity facets (such as 
race, ethnicity, gender, sexual orientation, religion, age, disability, social class, and nation of 
origin) and the combinations of these identities and experiences that may accompany them can 
affect our different worldviews. 
•The definition of diversity is specifically inclusive of, bul not limited 10, and individual's race/ethnicity, sex/gender. socioeconomic slatus, cultural 
heritage, disability, and SIIKUOI orientation. 
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Adopted: June 9, t 998 
ACADEMIC SENA.TE 
or 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-506-98/DTF 
RESOLUTION ON 
THE CAL POLY STATEMENT•ON DIVERSITY 
RESOL YEO: That the Academic Senate at Cal Poly accept and endorse The Cal Poly Statement on Diversity 
attached;and, be it further 
RESOLVED: That the Academic Senate in partnership with its administration devise plans and strategies to 
promulgate and implement the wversity and educational objectives outlined in The Cal Poly Statement 
on Diversity; and, be· it further 
RESOLVED: That the Academic Senate recommend to its .administration that the Provost/Vice President for 
Academic Affairs provide an annual assessment of the previously mentioned partnership's diversity 
related activities to the Academic Senate. 
Proposed by: The Diversity Task Force 
Date: April 21, 1998 
Revised: June 8, 1998 
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THE CAL POLY STATEMENT ON DIVERSITY* 
At the heart of_a ~niversity is the responsibility for providing its students with a well-rounded education, an ~du~ation 
that fosters their 1~llectual, personal and social growth. For students preparing to embark upon w?rk. and h:e rn ~he 
21st century, a critical element of a well-rounded education is the ability to understand and to function effectively m a 
diverse and. increasingly interdependent global society. As noted in a recent statement from the American Association of 
University Professors (AAUP), "the argument for the necessity of diversity is perhaps stronger in higher education than 
in IUly other context .. The ultimate product of universities is education in the broadest sense, including preparation for 
life in the working world." In this regard, it is in the compelling interest of Cal Poly, the state, and the nation to provide 
our stitdents with an education that is rich with a diversity ofideas, perspectives, and experiences. 
Thus, diversity serves as a fundamental means to enhance both the quality and value of ed11eation. It cannot be a mere 
adjunct to such an education but must be an integral element of the educational experience. infused throughout the 
community (faculty, students, and stafl), the curriculum, and the cocurricular programs of the Universily. 
As a University whose motto is ~to learn by doing," Cal Poly explicitly understands the importance that 
e,cperience brings to education. When students are exposed personally and directly to faculty, staff, and other 
students ftvm diverse backgrounds, their stereotypes about "the other" are challenged. As the AA UP statement 
notes, such personal interaction gives studonlS an understanding of the "range of similarities and differences 
wi1hin and among ... groups" that "no textbook or computer" can provide. For this reason, both the fonnal and 
infonnal classroom (i.e., the rich leaming experiences that occur for our students during their cocurricular 
activities), must be constiluted Jn a way that reinforces the value of encountering and considering diversity. 
Moreover, diversity in the cunicul um is a fundamental component of a wel I-rounded and beneficial education. 
The perspectives provided by the University are contingent upon the content and purpose ofits courses. Since 
the curriculum is the principal expression of our educational goals and values, it must signal the importance of 
diversity to the Cal Poly mission, to the institutional culture, and to our teaching and leaming environment in 
clear arid unambiguous terms. 
Thus, the University community (its students, faculty, and stafl), the curriculum, and the co-curricular environment must 
be de~icated to the principle of ensuring that al I of our students routinely encounter diverse people, ideas, and 
expenences. 
Only through intellectual and first•hPJld personal elCposure to diversity in its myriad forms-racial, ethnic, cultural, 
gender, geographic, SClCiocconomic. etc,-will students gain the understanding, empathy, and social skills that they will 
n;quire t~ be e_ffuclive., engaged citi7.ens in an incr(:SSingly crowded and interrelated global community. The benefit of 
diversity 1s universal. Cal Poly's commitment to divel'Sity signals an affirmation of the highest educational goals of this 
University, including mutual respect, civility, and engaged learning. 
*The definition of diversity is specifically inclusive of, but not limited to, an indi'l'idual's race/ethnicity, scx/ge11dcr, socioeconomic status, cultural 
heritage, dis11.bilily, and sexual orientntion . 
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State of California 
Memorandum 
Date: September \ 8, t 998 To: Myron Hood 
Chair, Academic Senate 
Copies: Paul J. Zingg From: Warren J. Baker 
Harvey Greenwald President 
Linda Dalton 
Subject: AS-505-98/DTF, Resolution on the Academic Value of Diversity 
AS-506-98/DTF, Resolution on The Cal Poly Statement on Diversity 
I am pleased to accept Resolutions AS-505-98/DTF and AS-506-98/DTF. 
The Academic Senate is to be applauded for its clear affinnation of the educational values of 
diversity and its recognition that diversity strengthens our community and prepares our students 
more fully for effective citizenry, responsible careers and engaged lives. 
Both resolutions underscore the University's values that are imbedded in our Mission Statement and 
Strategic Plan. The voice of the Senate in these matters will strengthen the University's ability to 
continue its efforts to foster greater diversity among our studimts, faculty and staff. Clearly aligning 
Cal Poly with the important statements on diversity that the nation's principal educational 
associations have made signals our commitment and resolve. 
I look forward to working with the Senate and our entire University community in achieving the 
promise within these resolutions. 
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Adopted: May 26 2009 
ACADEMIC SENATE 
of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-682-09 
RESOLUTION ON 
MAKING EXCELLENCE INCLUSIVE AT CAL POLY 
1 WHEREAS, The Academic Senate has a 30-plus year history of espousing the principles of Making 
2 Excellence Inclusive as a learning-community imperative - most recently in the Senate's 
3 Fall '08 retreat and (AS-663-08) Resolution on Diversity Learning Objectives; and 
4 
5 WHEREAS, "Build an Inclusive Community" is one of seven goals of the Cal Poly Strategic Plan; and 
6 
7 WHEREAS, A learning environment that supports attention to diversity is a standard of accreditation 
8 as promulgated by the Western Association of Schools and Colleges; and 
9 
IO WHEREAS, The Academic Senate has affinned the academic value of diversity (AS-505-98); 
J I therefore be it 
12 
l 3 RESOLVED: That the Acadeinic Senate support Making Excellence Inclusive as a goal and organizing 
14 principle of the Cal Poly learning community; and, be it further 
15 
16 RESOLVED: That resources for the professional development of faculty in Making Excellence 
17 Inclusive be established, sustained, and (dentified by the University. colleges, and other 
18 instructionalJy-,related entities as part of their inventory of efforts to promote Inclusive 
19 Excellence; and, be it further 
20 
21 RESOLVED: That faculty efforts in Making Excellence Inclusive be recognized as a substantive 
22 component of voluntary service in the Retention, Promotion, and Tenure (RP'T) 
23 evaluation process. 
Proposed by: Academic Senate Executive Committee 
Date: March 30 2009 
Revised: April 28 2009 
Revised: May 202009 
Revised: May26 2009 
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State of California 
CALPOI.Y 
Memorandum SAN LUIS OBISPO 
CA 93407 
To: Date: 22, 2009 John Soares June 
Chair, Academic Senate 
if {kl 'J. 
From: \t'~rren J. Salce/ 
iv~ J __ 
Copies: R. FemOores, R. Koob, 
D. Conn, President · P. Bailey, 
D. Christy, L. Halisky, 
T. Jones, B. Konopak, 
M. Noori, D. Wehner, 
M. Suess 
Subject; Response to Academic Senate Resolution AS-682-09 
Resolution on Maki ng Excellence Inclusive at Cal Poly 
This is to fonnally acknowledge receipt and approval of the above-referenced Academic Senate 
resolution. 
Please express my appreciation to the Academic Senate members for their work on this issue. 
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r~~ 
MEMORA NDU M 
Cal Poly I Office of the President .'l~II 
.,, 
To: Gary Laver Date: March 28, 2016 
From: Jeffrey D. Armstron!J.,~ // ;/';A ~ oples: K. Enz Finken 
President C J. DeCosta 7/ fi!,(/' / 
Subject: Response to Academic Senate Resolution AS-807 - 15 
Resolution on Cal Poly Statement on Diversity and Jnclusivity 
I am pleased to accept and support the above-entitled Academic Senate Resolution . 
The Academic Senate has a long history of supporting diversity and inclusivity initiatives going 
back into the l 980's. I applaud this history. I appreciate deeply that the Academic Senate has 
shown repeatedly that it understands why it is critical to the success of our faculty, staff and 
students that we continue to evolve in our approach to not only recruiting diverse faculty, staff and 
students, but also in improving our campus climate so that everyone can work and learn in an 
environment that is welcoming . 
Please express my appreciation to the Inclusive Excellence Council for their attention to this 
important matter. 
Phone: 805-756-6000 I presldentsofflce@calpoly.edu 
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Adopted: November 17 2009 
ACADEMIC SENATE 
of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-695-09 
RESOLUTION ON 
THE CAL POLY STATEMENT ON COMMITMENT TO COMMUNITY 
BACKGROUND: The Committee on University Citizenship (CU CIT) is a University-wide standing 
committee charged with exploring issues and making policy recommendations related to the 
preservation and ongoing development of a vital, effective tradition of University citizenship at 
Cal Poly. The committee explores and makes recommendations on strategies designed to fuster 
and expand: 
• an engaged, civil, and mutually respectful classroom and other educational 
environments; 
• a tradition of confident, effective, and civil public campus discourse that prepares 
students for active civic engagement and leadership roles; 
• a greater awareness of factors that lead to hostile campus work environments and 
strategies for further promoting campus work environments that are free from 
harassment and characterized by mutual respect and support; and 
• the civic engagement of students, faculty, and staff beyond the University-and for 
strengthening Cal Po)y's role as a good institutional citizen in regional, state, national, 
and international contexts. 
(Distilled from http://www. president. calpoly.edu/committees/CUCIT. pdf) 
1 RESOLVED: That the Academic Senate accept and endorse the Cal Poly Statement on 
2 Commitment to Community; and, be it further 
3 
4 RESOLVED: That the Academic Senate work with its University's administration in developing 
5 plans and strategies to help realize the values of the Cal Poly Statement on 
6 Commitment to Community. 
Proposed by: The Academic Senate Executive Committee 
Date: April 21 2009 
Revised: April 28 2009 
Revised: October 06 2009 
Revised: October 13 2009 
-34-
Cal Poly Statement on Commitment to Community 
The Cal Poly community values a broad and inclusive campus learning experience where its members 
embrace core values of mutual respect, academic excellence, open inquiry, free expression and respect for 
diversity. Membership in the Cal Poly community is consistent with the highest principles of shared 
governance, social and environmental responsibility, engagement and integrity. 
As students, faculty and staff of Cal Poly, we choose to: 
• Act with integrity and show respect for ourselves and one another 
• Accept responsibility for our individual actions 
• Support and promote collaboration in University life 
• Practice academic honesty in the spirit of inquiry and discovery 
• Contribute to the university community through service and volunteerism 
• Demonstrate concern for the well-being of others 
• Promote the benefits of diversity by practicing and advocating openness, respect and fairness 
Individual commitment to these actions is essential to Cal Poly's dedication to an enriched learning 
experience for all its members. 
Committee on University Citizenship 
October 13 2009 
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RECEIVED 
State of California 
C'ALPoLY 
Memorandum FEB 1 9 2010 SAN LUIS OBISPO 
CA 93407 
ACADEMIC SENATE 
To: RachelFemflores Date: February 16, 2010 
Chair, Academic Senate 
From: 1J.B$~ Copies: R. Koob, D. Conn, 
President E. Smith, C. Morton 
Subject: Response to Academic Senate Resolution AS-695-09 
Resolution on the Cal Poly Statement on Commitment to Community 
I formally acknowledge receipt and approval of the above-referenced Academic Senate Resolution. 
Please express my appreciation to the Committee on University Citizenship for their work on this issue. 
As endorsed by the Academic Senate, the "Cal Poly Statement on Commitment to Community" provides 
a common sense set of principles for effective community participation and engagement , consistent with 
Cal Poly's core educational mission and values. I commend it to all Cal Poly students, faculty, and staff. 
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Black Students 
at Public Colleges 
and Universities 
A SO-STATE REPORT CARD 
USC Race and Equity Center 
@ FORDFOUNDATION 
A g.ranr from the Ford Foundation funded the production and dis semination 
of this report. The USC Race and Equity Center gratefully acknowledges Ford's 
generous !Uppon of our research, and all the: other w:1.yi it demonstrates serious 
commitment to n.cill. equity. -
The authors gratefully a.cknowlcdgc Sha.reef Ross McDonald for inspiring 
thli project. 
Opinions expressed herein belong entirely to the authors and do not necessarily 
represent viewpoints of the Ford Fouruhtion or the Trustees of the University of 
Southctn Ca1ifomia. 
RatJm,,.nulrd ritatil,n: 
Harper, S. R., & Simmons, 1. (2019). Bladt. s/udmls at pu/Jlir collegtt a1UI 
uniwr;ities: A SO-slate ~port lilrd. Los Angeles: Univenity of Southern 
California, Race and Equicy Cent~. 
C 2019, University of Southern California. All rights rcsCl'VCd. 
USCRaceandEqttltyCenter 
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EXECUTIVE 
SUMMARY 
More than 900,000 Black undergraduates are enrolled at public colleges and 8 Gender Equity 
universities across tbc United State~ This report is about the natus of these Extent to which the proportionality of Black women's and Black men's 
studena at every four-year, non-spccialiud, public postsecondary institution in respective shatts of Black student enrollments in the undergraduate student 
the nation. population rcBecu the national gender enrollment distributi0n acrou all ucial/ 
ethnic group, (56.3% vromcn, -43.7% men). 
We combine U.S. Ccruw population statistics with quantitative data from the 
U.S. Department of Education to mearu~ postsecondary access and student 
• Completion Equity 
success for Black undergraduates. Letter grades (A, B, C, D, F, and I) are 
Extent to which Blttk studerlts' six-year graduation rates, across four cohorts, 
a.warded 'to each institution. 
matches overall six-yc.ar graduation rares during thc:ise same time periods at 
each insfiturion. Privw: schools, Historically Black Colleges and Universities, Tribal Colleges, 
mUltu:y academies, uni vcnity health and medial inrtinues , gradu:uc 
univcni.ties, community colleges, and public institutions that prlma.rily confer 0 Black Student-to-Black Faculty Ratio 
a.ssoclatc's degrees are not included in our analyses. Ratio of full-time, degree-seeking Black undergraduates to full-time Black 
instructional faculty members on each campus. 
This report is_arrangcd by state. Statistics and grades for 506 individtl.U public 
institutions arc prcwidc.d on each state's list. MAJOR FINDINGS 
• Black citi.uru a.re 14.6% 0( 18-24 year-olds acron the 50 states, yet only 
EQUITY INDICATORS 9.8% of full-time, degree-seeking undergraduates at public colleges and 
Herc are the four equity indicators on which we graded public colleges and universities a.re Black. At more than three-fourths of public institutions, 
universities: tn.dition,l-aged Black students arc under-enrolled relative to their residency 
inrhesa.tes. 
0 Representation Equity 
• Acron all ra.cw/ethnk groups, women comptl$e 56.3% of full-time, degree· Ex1ent to which Black students' 5harc of en.rollment in the undergraduate 
seeking undergraduate1 at public postsecondary lnnitutions. The enrollment 
student population reffecu their representation among 18-24 year-old citizen, gap between Black women and men is less pronounced. Just over S296 of in that state. Blllek W1dergraduates at public cnlleges and universities arc: women. 
2 
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: Across four cohorts, 39.4% of Black studcnu compJc~ bachelor's degrees 
at public. institutions within six yew, compared to 50.6% of undergraduates 
ovi:rdl. Forty-one percent of public cotltgcs and untvcnitics gnduttc onc­
tl,.ird or fe~ Black students within six years. 
• For every full-time Black faculty member at a public college oc university, 
d1crc arc 42 full-time, degree-seeking Black. W1dctgraduatc:1. Forty 
institutions employ no full-time Black inmuctors. On 4496 of public 
campuses, there uc 10 or fewer full•tim.c Black fu:ulty membcn a.cross aU 
ranks and academic fields. 
fQUITV INDLX SCOR f S 
In illiliu~ to. -awini'ing#~r g~ 011-the~ cqwty indicator,, y,c 
oaki,lat<d •n Eqwty Ii.kx Scan,~ the cqt1Mlcnt of• g«dt polnuvcngc - for 
CJdi ru~n . .Jn rhe U:mc ~n th.at colleges and-univus:itiCS eurtomarUy 
compute GPAs, we~ri:gncdfot1rpointst0 ·al\Aithrec t~:1:B, .. Dd10 on. 
Tue avca.gc:EqtJ¥J Index-Scoic aaoss ~c, S06 pllblic in~"tutioru is 2.02. N"o 
(!tm?,1s·~amed ab~ J.S0. TW9 hu!)dr~,l c~s ~ univ~sltlcs ~ned scores 
l,claw 2.0&. Lut,.ofinctitutiQns"1tb the bighcrt &nd 1.,...,, Equ,ity loda 
Sco,is an, included oo page io of this rcpor~ We ,1so cakul.,,d Equity ln<kx . 
Score averages acrost'all c.a.mp.1ses wit;Jiln each state,. A r_nap with statewide 
av;rages is 0:n page ~- · 
USING THIS REPORT 
We hope this publication will be useful to Black students and their funilics, 
pomcrond.a.ry lea.de rs and f-a.culty mcmben;, po1i.eymakcrs, journalists, and 
a wide range of stakeholden who cue about Black students' educational 
experirnces and atttinment rates. As such, we present data institution-by­
institution within each state. Our aims arc to make inequities more ttansparcnt 
and ro equip anyone concerned about ~nrollment, suc:cess, and college 
completion rates for Black students with number& th~y can use to demand 
rorrccti"-e polkics and insti.tutlonal actions. 
This report should not be misused to reinforce deficit narratives about Black 
undergraduates. Problematic: trends presented herein arc not fully explained 
by the failw:e ofK-12 schools to cffec:tivcly prcptrc these students for college 
admlniott and sUCce5$ or to bad parenting, student disengagement; and low 
motivation. They also ille attnDUt:ab!c ro institutional practice$, polici~, 
mindsets, and cultures that persistently disadvantage Bia.ck studcnrs and sustain 
inequities. 
Ideally, leaden on college campuses and in state systems of higher cduc:ation 
will take seriously the $~ti$tia we furnish in this document. We want them 
to rupond by swiftly engaging in rigorous, stntcgic:, it.nd oollabontlvc WOik to 
improve the status of Blttk undcrgradua.tes at their institutions. Data presented 
in this publk.ation ought to inform their efforts and help ensure accountability. 
EXECUTIVE 
SUMMARY 
(CONTINUED) 
MESSAGE FROM 
DR.ZAKIVA 
SMITH ELLIS 
SECRETARY OF 
HIGHER EDUCATION 
State of New Jersey 
To enrurc the best possible educational experiences and outcomes for our These signals arc sent at a time wh.cn students arc developing their sense of 
st:udcnts, critical self-examination h2.s to be a c:ommon prac.tiee among self and determining how they will interact with others in society. So then, 
postsecondary educators and leaders. Many of us within institutions and state meaningful equity work ii impcmivc to ensuring a better future, not just 
PriortajoiningtluNt'flJjeney higher education systems routinely assen our progress toward goals, compare for our students, but also for our institutions. 
G<YUemor's <41,ine/ in 2018, o~rsdvcs to peen, and develop strategic plans to address our findinp. New 
Dr. Smith Ellis 11W StrtlltlJ Jersey is currently in the micbt of a long-cwudue exploration of this very sort. When outlining goals and chuting progress, it ii necessary to be spcdfic. 
Dim/or far Lumi'fUl Fou.rtdatio11. As suc:h, I am thankful to the USC Race and Equity Center for being 1pecili.c 
Siu /xz.1 llho ttrTud u Stnior Policy Self-assessments must include an honest look at where we starid in addressing in identifying Black undergraduates in this report. Too often "nudcnu of color" 
AdfJisor far Edu.ca/ir,11 at tin equity for students of color. While this should be a component of our planning are lumped together as if their "other·ness.,, makes them all the same. If we arc 
Whitt Howt and tJ unibr policy a.t all times, it takes on even more signific:ancc within our CUJ'tcnt sociopoliti­ to be_ serious about our endeavors~~ must be cucful to examine challenges as 
1Jduisor Jit tht U.S. Dep11ttmmt ca1 climate. We are f2cing a critica.1 junc:Nrc io determining the type of m1tion specifically as pouiblc in order to be clear about the kinds of remedies that arc 
ojEdUUition. wt want to be - public collcga and uniVttSities have an espccblly urgent and needed. The valuable, cuefuJly cUiatcd information furnished in this SO-state 
inHucntia.1 role to play in shaping that path. To say this is important work would report cud allows educators •nd readers to take scriowly our task of cri.tic:al 
be an understatement. self-reflection and assessment Only by focusing our attention in spccifu: ways 
tnd acknowledging our specific challenges can we begin to specifically address 
Learning in college is oot confined to dus:rooms. Instead, it is woven through­ them. [ look forward to this WOtk in the Garden . State, and hope that other 
out the educational experience. Higher education leaders often spend a great highcx education leaden across the country will CUC $CtloU5ly this wk is -well. 
deal of time thinking about expanding college opportunity and improving 
lcarft.lng within and beyond classrooms. We should also a:rcfully consider how 
the expcricncc111 we provide students of color align with stated goals for their 
suc:ccss. Colleges and universities c:onvey messages about who ls Vi.lued in 
society through signals such u the nature of the faculty, the composition of 
the student body, and the rolC'S people of color play in key leadership positions. 
4 
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MESSAGE 
FROM DR. ELAINE P. 
'4AIMON 
PRESIDENT 
Governors State University 
Swtlng with the Morrill Act of1862, public universities were built to expand Actiaµting this mission requites new wa.ys of thinking and transformations 
access and 1ucccss for state rcsidcnn undcrscrvcd by private institutions. io teaching, learning, and leadership_. Outstanding rcscuch published by USC 
Low-income .students ca.me to land-grant universities to explore the world of Professor Shaun Harper and other schola.cs in recent ycan indicates that we 
idcu, including citizenship in a democracy. It is interesting and somewhat must replace deficit frameworks with modeb that amplify students' assets Dr. M11imon urwd at Ctan,t/lor 
ironic that also in 1862 President Abca.ham Lincoln inucd the Emancipation and Institutional responsibility. Identifying strengths is hard work, 1:equiring ofth< !ltm,mityofA/as>., 
Produnuion . I would surmise t hat In rhc midst of the Civil Wu no one made breaking through barricn and lncukacing con6dcnce and trusL The widely used .Anchorag4 Prowst vf Ari::rmra 
UnkJt,.1i1rWest, and a connection bctwccn the Morrill Act and the Emancipation Prod:unation deficit model is the easy way out, emphasizing the correction of sur&.cc features Statt 
because few Americans then wuc thinking about higher education for Black rather than in-depth undcntanding , ]n essence, universities must commit to Viu Prtsldmt of Ariza1111 Stolt 
research-based transformatiom, not simply to cduatc Black students or even to UniumiJy prior m /ui-ng namtd students. Yet today-it is imperative for public universities to embrace their 
PreridmtofGovtrnon original conceptual mission ofinclwivity and to give special attention to those improve service to the New Majority, but to improve college access, students' thtfiflh 
initially S/IJJt Univmity. Her -newtst excluded. experiences, and po.litseconduy educational outcomes in the twcnty-6rst 
century. hook, •Lttulint Atlllltmi.t Chan~ 
Vition, Strallgy, TranfnrMh'o11,• In 2018, Blade students arc now members Of higher education's New Majority: 
W41 /Mhluhtd in 2018 . first gcocratian, students of color, adult turners, and veterans. Evcty publlc. Educational tnnsfurmatlom are impcu.tive, if public univenitic , arc going 
university il responsible for educating thll majority. The.good news is that the to fulfill our minion to Black ltUdcnts and others in the New Majority. But 
public sector hn expanded sinc:c 1862. Land-grant universities have been joined change has a price. Certainly, publ.ie unMnitics must be ready ro reallocate 
by rwmerous regional publics. like my own university, Govemou State. Privat~ internal rtliourccs, hut that responsibility becomes exceedingly difficuh as 
postsce0ndary institutions must also contribute to equity goals, Working sta.te appropriations decline. It i1 time for governors and lcgitlaton in all SO 
together, wt have the capacity to provide excellent educational opportunities to staics to understand the necessity of investing in human capital. A word of 
what used co be considered minority popub .. tions. High quality education for aution: Even with better funding1 improvement will rarely be immediate or 
the New Majority, as wtll as for the new minority (tnditional students), must linear. Th.at is important for policymakers and othcn to understand a!: they 
be the miuion of state universities. read report c.ards, Certainly, chis SO-state study on Black student access and 
success is informative:, and every un.ivmity should mivc for bcner results. But 
it is necessary to remember that real, long-term change is often recursive, even 
mc»y. T12nSformation requires in\/CStmcnt, strategy, patience, accountability, 
consistent measurement, determination, and courage. 
5 
PUBLIC HIGHER 
EDUCATION AS 
A PUBLIC GOOD 
Highe.r education in the United States i:, a public performing md equitably .resourced. Unfortunately, students. lnmad. of asking, -Why a.re Black 
good. While it oonfcn ·enormous personal and a dlsproportionatc number of Americans disadvan­ undergraduates doing so poorly at public institu­
material advantage:, to individuals, it more: signifi­ taged by these factors uc Black. Som_e might tions,"" we encourage readers to question why 
cantly profits our broader 11oc.ic:ty. Increasing 1rgue such c.hallcnges arc beyond the control of public colleges and univcNldc• do so poody at 
postscr:ondary degree attainment sucngthcns our public postsecondary institutions. Acrually, highu enrolling and gnduating Black students; ensuring 
economy and bolsters innovation. Americans who educ1tion belps swt:ain (and 1n some instances, gendct equity among them; and affording them 
graduate: from college arc conlidcrably less likely exacerbate) these inequities. The overwhelming greater, more rc.asonablc access to same-race faculty 
than arc those without degrees to be uncmplofffl, majority of our nation's elected officials arc college members. 
dependent on government assistance, and confined graduates - so, too, art CEOs, physicians and 
to low-wage jobs with inadequate employee benefits nurses, judges and lawyers, school teachers and Clearly, policymaking aclivitics concerning 
and limited opportunities fol upwird professional administrators, and leaders in most sectors of our pomeconch.ry education fail to level the playing 
:adv:ancemcllt. ]nstitutions of higher education economy. As colleges and univenities routinely ru1 field for Bl1ck Americans. 1his is partly attrib­
help make this possible. While all colleges and ro teach future professionals how to correct forces uahlc to racclcss approaches to policymaking. Few 
uriivcr&itic& contribute, those that arc public pl&y that cyc.lk:ally duiadvantage Black Amcric:1ns, state and federal policymakers arc Black. Poli.:y 
an especially significant role. Public inrtitu- these institutions ttmain complicit in maintaining 1ctors 1cross all racial/ethnic groups arc ruponsibk 
rlons were originally built ro educate the public. engines of ncial inequity that severely limit for guar&ntccing that public postsecondary irutitu.: 
Taxpayers in each of the SO sta.tCI help support Blaiek. students' chances of ever making it to and tions equitably serve the public, including Black 
them. These campuses, therefore, belong ro the succeeding in college. residcnt5 within states they represent. Morco\lcr, 
public. A portion of the public is Black. As data in most college presidents, trustees, senior adminis­
this report make painfully cl.car, roo many public Inequities arc not fully explained by forces external trators, professors, and admission officers are 
colleges and universities fail to offer Black students to a college campus. The.re 1tC numerous factors White. They, too, arc rcsponsllile for better serving 
equitable access to one of our nation'i most valuable 1nd conditions within ic that determine who get.I Bl:u:k students and affo[ding them grcatct access 
public good,. admitted, h::>w they arc treated once they matric• to the public good dut is public higher education. 
ulatc, the inclusrYCncs$ of chci[ learning Cn\liron­
lncquirics in higher education arc inextricably mcnts, the cultunl rdevanee of what they arc 
linked to larger social forces. For example,. uughr, the r1cial divenity ofrhcir profcssoei, a.nd 
citizens who live in poor neighborhoods with high their likelihood for penonal wellness and academic 
unemployment and cxccs&ivc: rime also typically success. As our data show, fa.culty members and 
lack access to quality hcalthca.re, nutritious foodi, leaders on too many campwcs arc h1d stewards 
fair policing, and K-12 schools that arc high of the public good, at least as it pertains to Black 
6 
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RESEARCH 
METHODS, 
GRADING, AND 
Enmir.ed in this report are four acceu and equity indiuton for Black We did not award letter gradu to Tens Woman's University and Mississippi 
undergraduates at every four-year, non-specialized, public postsecondary University for Women on the Gender Equity indicator. Though both arc now LIMITATIONS 
institution in the United States. We analyzed quantitative data from two open­ c:o-edueadonaJ1 their single-sex origins explain why Black v.-omcn's enrollments 
access fede.ral data sources: U.S. Ccmus American Community Survey and so drastically outpa.ce Bia.ck men's. 
the U.S. Dcputmcnt of Education's Integrated Postsecondary Education Data 
Sy,tem OPEDS). IPEDS graduation rates data were missing for 11 colleges and universities. 
We awarded incompler.es (l's) to those schools on the Completion Equity 
111c.c~;arr 0ATASOURC£IS) EQUITYME:ISURE indieatot and did not factor it into their Equity Index Scores. 'Ihtse institutions 
--
1P'EDS EnroUm1ntI (Acad.mk: Dlffilra11e1btnt11ndl1parcent likely hw.ve a variety of excwtble -explanations for non-reporting. For imtu1.cc, 
v .. r 1101&-17).and U.S. Centul afl!l\ac:ku11d1,,rac1u.tesatthl Governors Stare University did not admit its first frclihman clan until 2014, and American cammulllty su,.,,., 
Population Estlmataa (Y1ar 2016) 
-
---
1nnr111t1onandthtpcirctntof 
Bb.clc1l•Hy.1r-oldcitluMin therefore docs not yet ha.vc a six-year gradua.tion rate. Calculating GSU's rates 
thesttt, across foW' cohorrs of six-year gra.du2tcs will not be pos1tiblc Wltil 2023. The 10 
( .. rulliN,tt..,NtWNll-.dl other non-rcpot'ting institutions probably have similarly unique circumstances. 
~-•ndlladl 
lllltlllowtlllearo\linutpp 
..... 
~IIIIDfflllf(ILll!ll)111d­ CAUTIONARY NOTE ABOUT /Its AND B'S 
(41.T~ICl'Otllllraclal/sthnk: Unlike most report cards, high grades (A's and B's) in this publication are not 
necessarily indicators of exceptional perfonnat1ce. Inn.cad, they arc mark.ers of 
lPfDSShr•YUrGtaduatlonAatt, Dllfuanub1twHn_.,. 
equity between Bw:k undergraduates and compa.rrlon groups. We present two fwcoflo,uhp!•iltJln10D7. slz-y,tu,radvatJonratath>trvw 
ltlOl.1009, and '-010 and c ohort1ofll&d:l1ndltfl'&du&tl illusrrati:vt example$ in this section. 
1radu1dn,:by IOU. 2014, 201S. SC1.1d1t1bl&ndfollrcol\o rt1ol 
111d:Z01I Ullclt"l' &dwlt• studl'nb ovtralt 
First, at New Mexico State UnWCrsity, the six-yea.r graduation rate across 
f!a.1lllli.dam, • .ii:..-1C1t~ IN-Gt IIMOllitlll'!O (Nli:11,..-JC R&tli.ofMl• tJN. dllru-Nnirll 
·W'lll 
~IJN!fJblh S Y,.\r ) 0-1~1t')~d lHH'1Ja, 
......... 
llac k unde,pa.duat,NtofuU­ four cohorts of Black undergraduates 18.6%, compared to 20.1% foi 
Ti-lllrtl'lliCtlllf.all&r&itQ, d mellKkilldructio 1tlllacii ty nu.dents overall On avuagc, Wo55 all public lnstitutions, 11.2 pcrcemagc 
""4il•u11k,...,rt11lf,lT, po~ts scpan.tc Black undergraduate$ 
and students oven.II o:,; our Completion 
On the Rcprcscntarlon Equity indicator, A's were awarded to all 120 colleges Equity indicator. Hence, New Mexico 
and univuslties at which Black enrollments either matched or exceeded BW:k State's relatively low 1.5 percentage 
representation in the states where those schools arc located. 1hc remaining point gap places it aniong the top 20% letter gn.des were distrjbutcd in fourths. across the remaining 386 institutions. 
of public lnstitutions. That four of every 
On Ute three other equity indicators, gradea v.i:R distributed evenly in five undctgnduatcii who start ai: New 
quintile,, except in cues where tics did not permit cnct splits. Put diffcrmtly, Mcxit:o State do not .uu.in degree:; from 
one-fifth ofinstitutioru; received A:s, one-fifth :received B's. ll.nd 10 on. there within six ycan renders it a low· 
performing institution, despite its grade 
on this ptrticulu indica.tor. 
7 
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Second, an A was awarded to Michigan TechnologiC2.l University because its 12:1 LIMITATIONS Blatk students-to·Black f.arulty ratio i.s one of the lowest among public institutions 
(CONTINUED) in the nation, thcccby pJadng it in the top quintile. However, lt ii worth noting 
that Michig~ Tech had only 48_ full-time, degree-seeking BU.ck undccgraduatcs 
and a total of f~ur full-time Black instructional faculty members across all ranks 
and academic fields duting the 2016-17 aca.dcmic school yca.r. Black represenwlon 
at Michigan Tech i1 alumingly low, especially given its si:r.e and the relatively high 
number of Black residents across the state In which it is located, 
In light of these two examples, we strongly encourage re:u::lus to look at all data we 
provide for each institution, not just its letter grades and Equity Index Score. 
LIMITATIONS 
Each equity indicator in this report has at least one noteworthy limitation. 
Represeatation Equity includes only 18-24 year-old Black citizens in each 
state, those who a.re the $aJTIC age as tn.ditional college enrollees. Some Black 
undctgraduarcs attending public four-ynr institutions a.re rctutning adult learners. 
Black student cnroUment percentages include them, but the smc residency 
percentages do not. It is Important to acknowledge that at many public: four•year 
institutions (csptti.ally rcseuch universities) the overwhclmlftg majoricy of full-time, 
dcgrc:e-sccking Black undergraduates uc traditional age. 
Our Gender Equity measure treats gender as a bin:uy (women and men), which ls 
a lir:n.itation. We ana.lyud and report the data this wa.y because IPEDS has no other 
gender identity options. 
Federal graduation rates do not account for 11ndcrgra.duatcs who transferred from 
one imtitution to another, which is a limitation of our Completion Equity mciiure. 
Transfer students are counted as dropouts in lPEDS. No published evidence or 
anecdotal reports su~t that _Black undezuad~tc.11 art any more Or less likely than 
are mcmbc,s of other racial groups to transfer from public colleges and universities 
to other porueconduy institutions. 
Lastly, as previously noted in our Michigan Tech cxunple, we awarded A's to 
50D'IC irutitutioni that employ a pathctic1Uly low number of full-time Black 
instructional !aculry members 1nd enroll very few full-time, degree-seeking Black 
undcrgnduatca. Toi., L5 a limitation of our Black Studmn-to-Black Fu.ulty Ratio 
measure. It extends ttross the other three indicators u well Distributing grades by 
quintiles demanded that we inevitably award A's and B's to some institutions that 
perform p~rly, but relatively not as bad :Iii three-fifths of other public collegei and 
universities. 
DATA ACCURACY 
Jnstitutional data we present in this report arc from the U.S. Department of 
Education's publicly available Integrated Postsecondary Education Data System 
(IPEDS). Every college and uni\11:rSity in the nation receiving fcdcnl funds is 
rcqwtcd to annually submit these-and other data to IPEDS. Strtistical in.accuracies 
in this report a.re most likely amibuta.ble to erroneous institutional reporting to 
the federal government or to technical processing errors in IPEDS. ~stiom or 
conc:erns about data accuracy should be directed to the lPEDS Data Use Hdp Desk 
at 1-866-558-0658. 
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INSTITUTIONS HIGHEST SCORES LOWEST SCORES 
WITH IGHEST COU[{,!/UllrJIF\l fi EOUITVl'IDEXSCOJI( 
-Caiep1ilJ,0111!11J 150 r.r..,..,__,.., 
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SCORES "'1111!1ml1Stam~~ 3.25 
IW,'lllyllf- ,.., 
·~· 
-
...,..lbl!c,i., 
"-llrilwll) 
3-2.5 .,,_..,_., 
'JN!lltalWllftl'""'1 .... 
0.50 
ll>lllnlyllfilal 
.... 
.,. 
~" 
Highlighted on this page arc public collcga 
~llf~CU'8' -ilblllilriJ 
lldtloJSlul/""'111J S,25 ""--•llililnl«hmlll 
... 
and UM-ersitii:s with exceptionally high and low 
..... 
... 
D,U 
equity index scores. On the one hand, we think it 
l'"1i,dtlm!bblillletlly 
, 
flllltSl111~1:l!Q1! is important to call atteation to instinrtions that 
lllltla,jit,loll,iml!y \l'atllertylli'Miy 0.7!1i 
outperform others on the four equity measures 
lllMnlyllfillllllaln 15 1 Urt,,nlyol- .. ,. chosen for this study. But on the other hand, 
11Mffllyoftilpn-1eatlo1:a!t1\111 3.25 llnl¥!!dy111Vii;,;aillbilflle 0.TS 
... 
we deem it problematic to offer lcudo1 to any C,a,,Sbl!UtMIIJ LU !o1dMmm llllw!al!D,lllhmly 
.... 
O.fJ 
campus that iiustains inequity o.n any equity 
lltqm1111,mly-11o,,1 3.!ll.!i loliilnaSta!,1111,,nly- o.,s indicator or that otherwise: disadvantages Black 
llllwnlJol--
... 
~llaolla...-.a, 
undergraduates. Put dilfcrcndy, a a.mpus that CIIIYQyc.le!, 
, 
11$ oa!HdllNnly 0.75 
o,,, pc,forms well in comparison to othcn ii not 
---lilDl!nmlJ-ldil!ll lltonlyolllolln~ necessarily a. nationa.l model of cxecllcncc that is Im, Alli~ r..., 3.00 
.. 
l/m!lslyol-a111>:11ils LOO 
exempt from rttom.mcndations offered at the end 
All!Nllallilllllly-l'es ~ lillwntydlln~Plmq■ llo :.oo 
TouAIMlmnilJ,San- 3.00 
.. 
of this report. 
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RECOMMENDATIONS 
We do not believe Black students are largdy 
responsible for their underrepresentation and 
lack of success .:a.t public colleges and universities. 
Factors such as low motivation, insufficient 
academic effort, fucM. mindsets, low classroom and 
out-of:.class engagement, and parental inB.uences 
a.re indeed partly responsible for some trends noted 
in th.is publication. Notwithsra.rw:l.ing, researchers 
and postsecondary leaden rely too heavily on thcie 
&ctors as they attempt to cxpla.in the cducitional 
status of Bllc.k undergraduates. 'Ihc onus fo1 
success is too often placed cntltcly on students, 
their f.mllics, and K-12 sclioob they attended. In 
this section, we shift more of the responsibility to 
higher education leaderi and policymakers. 
Recommendations offered below uc for 
pi:ofcssionals who work ac and on behalf of public 
colleges and univenitics. We do not maintain that 
simply doing the few things we suggest will be 
enough to fix all proble1m that undermine acce&s 
and success for Black undergraduates. We are 
confident, however, that our i'ccommencb.tions will 
help remedy 1or,u inequities documented in this 
report . 
ACHIEVING EQUITY ACROSS 
THE FOUR INDICATORS 
Many institutions pcrfoi:med exceptionally on one 
or moi:e of ow equity indicators. Leaders at system 
and campus levels should reach out to colleagues at 
these institutions to understand how they achieved 
.11uch extraordinary results. Creating opportunities 
for Organizational learning acr0$S campuses ii one 
recommendation we have for public p~tsccondary 
syuem exceurives. At statewide convcnings, 
profcs.tionah from institutions that earned A's on 
one indicator cou.Jd share helpful strategics with 
colleagues from lower-performing institutions. 
Faculty members and leaders at campus and system 
levels must spend time learning how to actually 
2chiew: racial equity. Our research at c:he USC 
Race and Equity Centu makes painfully dear 
that most people who work in higher'educa.tion 
never learned much, if mythlng at all, about how 
to address racism or atratcgica.lly achieve racial 
equity. Since those who arc supposed to fix raci.al 
inequities on campusc$ wuc not taught how to 
do 10 1 it is no surprise that widespread inequity 
continually pcHists. The use Equity lnstimtes, 
our eight-week profe&Sional learning seOO, is one 
response to this problem. In addition co facilitating 
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eight 90"'tllinutc modules for 20 l~dcrs at an 
institution, we dso coach teams a.s they create 
strategic: plans fo:r the design, implementation, 
resourcing, assessment, accou.ntability, 
communication, and $UStainability of four rafill 
equity pi:ojects. We believe ir hard to achieve equity 
for Black undergraduates at pubUc colleges and 
univusities without this level of commitment to 
profc~ional learning and stn.tegic organiutional 
change. 
The work of Black student succcn cannot rest 
mostly on a chief diversity officer, black culture 
ccntCJ: staff, or a few Black faculty members. 
lrutead, we recommend establishing c:ross-c1:mpus, 
cross-sector teams comprised of faculty a.nd staff 
membeu, senior a.dmini5trators, alumni, and Black 
undergraduates; these turns should include some 
\Vhite professors and administrators. 
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INCREASING BLACK 
UNDERGRADUATE 
STUDENT ENROLLMENTS 
At many pubtk instirutions, a dbproportionatdy 
high share of Black. undergraduates come from 
ooly 4-5 cities and just a small number of supplier 
high Khools within those cities. This ,signifies that 
recruiters return to the same places year after year 
to fin4, 812ck applk2.nts. While strong partn~ 
ships between high 1tchoo]s and postsecondary 
institutions are prais~rthy, heavy or exclusive 
idiutcc on a small number of them i! unlikely 
to product different ~its from one year to the 
next. Admission officers must subsunrivcly engage 
a wider ;array of high schools to find ra.lcnted 
piospcc:tivc Black students. 
State lcgill:a.ton and public postsecondary system 
executives must lnvcst more rcsowtcs into 
program~ that 11a!fiWly prepare:: Blick students for 
college a.dmission &nd success. Prep programs for 
low-income, fust generation, and undcrrcpr~tcd 
students a.re ofttntimes not specific enough. · 
Consequently, too few Black studcnu dm:rtly 
benefit &om them. Legislators and public system 
executives who wish to align Bia.ck student enroll­
menu with Black representation in the state's 
population should make: money av&ilablc to create 
new partnerships, to establish college ucess 
programs spcci£ically for Black students, and to 
increase admission officers' travel budgets to more 
high schools across the state with the aplidt goal 
of entolling m~ Black sme residents. Haphaz­
udly a.warding such funds would be irresponsible. 
Instead, public institutions must be rcquirc:d 
to submit Black student recruitment plans that 
include goals, strategies, and metrics. In addition, 
su.te system offices should launch systemwide 
campaigns to specifically increase Bl2ck under­
graduate cruollments. 
AAy coUegc 1"n.litu from any racial/ethnic group 
who wishes to enroll more Black state residents 
co\lld do so by employing the right stra~gia. 
However, it is worth noting that, nationally, 85% of 
college admission directors and 80% of admission 
officers uc White. Undoubtedly, lneteuing the 
number of Black recruiters a camp\11 sends to high 
schools across the state (especially those enrolling 
high numbers of Black student,), to places of 
rdigiOU5 wonhip that Bia.ck familiel anend, 
and to predominantly Black neighborhoods and 
commu.nity centers would help inc:rcase a public. 
• pomccondary institution's chances of recruiting 
more Black undergraduates. Diversifying the 
college admission profession require& Intention­
ality and casting a wider net. We wrlre about 2 
resourc:c below in the BlaCk faculty recruitment 
2nd retention section that would also help divcnify 
admission offices. 
Last spring, our cmtcr published its biennial ttport 
on Black male 1tt1.dent-athlctcs and racitl inequities 
in NCAA. Division I sports. Eighty-two percent 
ofinstitutions in the dataset wuc public. In the 
study, Profciisor Shaun Harper suggested admission 
officers should behave more like coaches who seek 
to recruit talented Black male high school studcna 
to play on revenue-generating sports teams. "A 
coich docs not wait for high school stud.en ti to 
cxprcu. interest: in playing for the university- he 
and his st1ff sco\lt talent, ~tablish collaborative 
partnerships with high school coaches, spend time 
cultivating one-on-one rclationshlps with recruits, 
visit homes to talk with parents and families, host 
special visit days for student-athlete• whom they 
wilh to recruit, and search far and widt: for the 
most talented prospects," Hupcr noted. Targeted 
actividcs such as these arc ncccuary to recruit more 
Black students who arc not athletn. We reject thC 
emusc tMt admissible Black undcrgndua.te, annot 
be found, as public postsecondary institutions 
eonfum year after year that they are able to mirac­
ulously locate Black men when millions of dollars 
arc to be made from their labor on football fields 
and baskttball courts. 
RECOMMENDATIONS 
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ENSURING GENDER EQUITY 
IN AND BEYOND ENROLLMENT 
For nearly two decades, higher education scholars 
and practitioners have invested tremendous effort 
into narrowing the gender gap in Black student 
enrollments. That women arc now 52% and men 
are 48% of full-time, dcgrce•sedcing Black under­
gn.duatcs UI evidence that these clforts have been 
sut:c~sful at pubUc. irutitution.s. It is note\lo-orthy 
that Bia.ck women's enrollments did not decline 
as Black men's increased. What did happen, 
though, ii tha.t Black women's gender-specific 
nccd1, experiences, and issues were largely ignored 
as instituti.omo worked to address Black men's 
challenges. This was wron$. 
On umpuse1 where Black undcrgr:uluatc women 
considerably outflumbcr Bia.ck undergraduate 
men, or vitt 1-"CJ'&a, we recommend creating 
gc!).dcMpccific outreach and cruol.lment stntc­
glcs. Together, specificity and stra.tcgy can help 
a.chi~ gender balance. Systcmwidc Black male 
initiatives, recruitment plans aimed 2t enrolling 
more Black men who are not student-athletes, and 
campus resource centers and student o~pnizations 
aimed at improving academic success for Black 
undergraduate men arc all fine with us - so long 
as in&tirution.s also commit energy and resoun:es 
ro understanding and meeting Black women's 
gcnder-spcci6c: needs. Just because Black women 
pert0rm better on equity indicators such as the 
four used in this study does not mean there are 
not other inequities that specifically disadvantage 
them. We suggest conducting qualitative studies 
on Black women's and men's uniquely gendered 
experiences, as well as disaggregating quantitative 
data by race and gender. Analy2.ing Black women's 
educational outcomes in comparison to women 
(tom other n.cial/crhnic groups, as opposed to 
alway; Uiing Black men as their comparison, would 
ilio reveal particular racial inequities, 
GRADUATING BLACK STUDENTS 
AT HIGHER RATES , 
Decades of research makc1 de,z that high school 
preparation, affordability 2nd financial aid, the 
investment of academic effort. and high livels 
of engagement inside and outside of classrooms 
arc serious determinant, of college completion 
(Mayhew et al., 2016). Leaders at campus and 
syrtem levels, as well as ttatc and fedcnl policy­
makers, need to take this re.search seriously and 
invest resources into initiatives that specifically 
p,:epare Black students for college and .ensure they 
have the financial support necessary to persist once 
they enroll. Funding Pell Cranti 2t levels that 
actually cover the cost of attendance for low-i'.n­
comc Black student:. is a 5erious recommendation 
for fcdcnl policymakers. Oivlng institutions 
the ttSOUKCS they need to stn.tcgu:ally address 
longstanding racial incqultlcs must be among state 
and federal policymakers' highest priorities. 
ln rhcir 2018 study, USC Race and Equity Center 
researchers Shaun Harp« and Charles Davis, along 
with their collaborator Ed.wt.rd Smith, discovered 
that colltge completion is not just 11.bout financial 
aid &nd the other aforemcntiontd faetors, Their 
research mlkes clear that Black studcnu also drop 
out of college bccaw;e of the racism they frequently 
encounter on campus. Educators and adminis­
trators must understand the relationship between 
environmental racism and Black student attrition. 
Data from our ccntcr't National Assenmcnt of 
Collcgil.te Campus Climates, an annual. quanti­
tative survey, would be helpful. Once institutions 
have: d1ta about how Black undergraduates differ­
ently and spccincal1y ~xpcriencc the racial climate, 
varioui stakeholders across campus must begin 
to strategically address students' encounters with 
racial mkroaggrcssioru, racl!t stereotypes, erasure 
ln the curriculum, and overt forms of racism. Those 
experiences, not just academic readiness and finan­
cial aid, help distingubh Black undcrgrulua.tcs 
who drop out of college from those who Wtim2tcly 
pccsiu thrOUgh ba.ccalaurea.tc degree attainment. 
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RECRUITING AND RETAINING 
FULL•TIME BLACK FACULTY MEMBERS 
Since its publication in thc]o11rna/ of Higher Edurt1-
tio11 in 2004, "'Interrupting the Usual: Successful 
Strategics for Di.v~sifying the Faculty" has become 
one of the most cik.d peer-reviewed articles on 
the topic of faculty diversity. It also has been 
used to guide practice on a countless number of 
campuses across the nation. We highly recommend 
that public institution ludcrs read it and employ 
stn.tcgics offered therein. Diwnifyin.g tht: Faculty: A 
Guidtbook.far Sttmh Committm is another incred­
ibly useful publication for campus leaders, faculty 
members, and search committees. 
InstiNtions must go beyond simply posting job 
announcements on their HR websites and in the 
Clmmide of Hrgher Educati<m. Search commit-
tees have to be trained on bi2.s, held accountable 
.for producing ncially diverse finalist pools, and 
expected to write position descriptions that ampUfy 
the institution's commitment to diversity, equity, 
and inclusion. Aggressively disseminating ads 
through academic networks tha.t include several 
Black academicians also is required foI success. 
The USC Race and Equity Center will soon launch 
PRISM, a professional networking and racial 
equity recruitment resource for colleges and univcr-
sitics. Eventually, PRISM will include thousands 
of employable people of color with standardized 
profiles, as well as downloadable CVs/rcsumes and 
work samples. Institutions will be able to search 
for :and direct message professionals of color whom 
they deem qualified and potentially attractive 
for opportunities on their campuses. This will be 
one wa.y to ensure that more current and prospec­
tive Black faculty members know about positions 
at public institutions. In addition to faculty 
members a.cross academic ra.nks and fields, PRISM 
will include administrators of color across sectors 
(admissions, student affairs, academic affairs, and 
business services, to name a few). 
Recruiting more Black full-time faculty members 
without addressing racial climate and workload 
imbalance issues and ensuring that White faculty 
colleagues respect their scholarship would be a 
waste of institutional resources. Turner, Gonzalez, 
and Wood (2008) published a compr<hcnsive 
synthesis of research :a.bout faculty of color. White 
proiesiiors and leaders should read this article, 
discuss it, and begin wo*ing in collaboration 
with Black colleagues and other faculty members 
of color on their campuses to strategically correct 
troubleSome experiential realities. Anything short 
of chis will guarantee perpetual imbalances in 
Black student-to-Black faculty ratios and high 
turnover rates among Black professors. 
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ABOUT 
THE CENTER 
The University of Southern California is home to a dynamic research and 
organizational improvement ccntu that helps profcuionals in educational 
institutions, corporations, and other conwcts stratcgia;tly develop and achieve 
equity goals, better understa.nd and correct climate problems, avoid and recover 
from racial crises, and engineer susWnablc cultures of ind us ion Uld respect. 
Evidence, as well a.s scalable and adaptable models of success, inform our 
rigorous 2pproach. 
lhc USC 8.2cc and Equity Center's strength brgcly rcside1 in its 
interdisciplinary network of faculty affiliates. We unite more than 100 
professors a.cron academic schools at USC who arc experts on ratt and ncitm, 
people of color1 immigration, and other important dimensions of equity. These 
scholais work together on research, as well u on the development of useful tools 
and resources. When journalists, polk.ymakcrs, and organizational leaders caU 
us for expcJtisc and assistance, we leverage our brilliant cast of faculty affiliates. 
Rigorous, cvidcncc·bascd work that educates our nation, transforms institutions 
and organiz.atioos, boldly confronts racism, and strategically achieves equity 
is what we do at the USC RAcc and Equity Center. The Center is home to 
the National Assessment ofCollcgia.tc Campus Clima.tes, the USC Equity 
Institutes, PRISM (a profenional netw0tking _and racial equity recruiting 
resource), and the AJliancc for Equity, Diversity, and Inclusion in Busincn. 
Website: race.usc.edu 
Phone: (213) 740-0385 
Twitter: @uscR1«£quity 
USC Race and Equity Center 
University of South em California 
63S Downey Way 
Verna and Peter Oauterive Hall, suite 214 
Los An&eles, CA 90089-3331 
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Adopted: 
ACADEMIC SENATE 
Of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION ON ENDORSING THE STRATEGIC PRIORITIES, GOALS, AND 
IMPLEMENTATION PLAN OF CAL POLY'S DRAFT STRATEGIC PLAN 
Impact on Existing Policy: i 
1 WHEREAS, In May 2011, the Academic Senate passed resolution AS-728-11, which 
2 endorsed The Cal Poly Strategic Plan - V7, as a strategic framework; and 
3 
4 WHEREAS, AS-728-11 defined the key components of a strategic plan to be "a vision 
5 statement, a mission statement, a set of goals to achieve the mission and 
6 vision, and a set of key performance indicators"; and 
7 
8 WHEREAS, AS-728-11 called upon the Academic Senate to establish a committee to 
9 collaborate with the administration in further developing the Cal Poly 
10 Strategic Plan; and 
11 
12 WHEREAS, Resolution AS-812-16 adopted in March 2016 charged the Budget and Long­
13 Range Planning Committee to work with the administration to further 
14 develop the University's Strategic Plan; _and 
15 
16 WHEREAS, AS-812-16 requested the Budget and Long-Range Planning Committee to 
17 ensure that the Administration developed a "succinct set of specific 
18 measurable goals and actions, key performance indicators for these goals 
19 and actions, and a timeline for the goals and actions to be accomplished"; 
20 and 
21 
22 WHEREAS, The Budget and Long-Range Planning Committee has worked with the 
23 administration to update the strategic objectives and goals of the 
24 University's Strategic Plan which can be found in the accompanying 
25 appendix; and 
26 
27 WHEREAS, The administration has reached out to the campus community to build a 
28 new set of strategic objectives and goals that align with the University's 
29 mission and vision; and 
30 
31 WHEREAS, The administration and the Budget and Long-Range Planning Committee 
32 agree that the strategic objectives and goals of the current strategic plan 
33 capture the key goals the university would like to achieve; and 
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34 WHEREAS, The process of implementing the strategic plan will include the 
3 5 establishment of a committee for each priority; and 
36 
3 7 WHEREAS, Each committee will be led by the executive champion for that priority and 
38 include the senior sponsor for each goal under that priority; and be it further 
39 
40 WHEREAS, The current draft of the strategic plan does not have a set of key 
41 performance indicators and metrics developed and finalized; therefore, be it 
42 
43 RESOLVED: That the Academic Senate endorse the seven Strategic Priorities and 
44 accompanying goals of the current draft plan, and be it further 
45 
46 RESOLVED: That the Academic Senate endorse the Strategic Implementation Plan in the 
4 7 current draft plan, and be it further 
48 
49 RESOLVED: That the Academic Senate encourage the Administration to allocate 
50 adequate funding to achieve the plan and its targeted goals, and be it further 
51 
52 RESOLVED: That the committee for each priority should include student, staff, and 
53 faculty representatives that are drawn from the breadth of individuals from 
54 the university structure, and be it further 
55 
56 RESOLVED: That the administration will work with the BLRP committee to finish 
5 7 developing the key performance indicators for each strategic priority, to be 
58 completed by May 2019, and be it further 
59 
60 RESOLVED: That the Academic Senate call upon the Administration to have a final draft 
61 of the University's Strategic Plan completed by May 2019,which will include 
62 the strategic priorities, underlying goals, and the key metrics for the 
63 strategic priorities. 
64 
Proposed by: Academic Senate Budget and Long-Range 
Planning Committee 
Date: January 8, 2019 
1 (1) None 
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Appendix 
DRAFT 
Strategic Plan 2018- 2023 
Brief Version (11/5/18) 
Foundations 
The Strategic Plan for Cal Poly is designed to provide direction for the future of the 
university through 2023. This plan is grounded in Vision 2022 as well as the Academic Plan 
for Enrollment and the Master Plan, as well as the university's mission, vision and values. 
♦ Mission and Values 
Cal Poly fosters teaching, scholarship, and service in a learn-by-doing environment 
where students and faculty are partners in discovery. As a polytechnic university, Cal 
Poly promotes the application of theory to practice. As a comprehensive institution, 
Cal Poly provides a balanced education in the arts, sciences, and technology, while 
encouraging cross-disciplinary and co- curricular experiences. As an academic 
community, Cal Poly values free inquiry, cultural and intellectual diversity, mutual 
respect, civic engagement, and social and environmental responsibility. 
♦ Vision 
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Cal Poly will be recognized as the premier comprehensive polytechnic university, 
with an unmatched reputation for promoting Learn by Doing and nurturing student 
success. 
As the premier comprehensive polytechnic university, Cal Poly will play a critical role 
in shaping the future of California through the professional contributions of its 
graduates, faculty and staff. Through their innovations, leadership and commitment 
to social and political inclusion, Cal Poly graduates, faculty and staff will improve 
their local communities and the broader world that their actions touch. 
To achieve our vision Cal Poly will focus on student success by continuing to create 
and nurture a diverse and inclusive learning community. Student success is achieved 
only with faculty and staff success. The culture of success requires infrastructural 
strength, sustainable practices, local and state economic development and financial 
health. 
Vision 2022. Introduced to the campus by President Armstrong in May of 2014, 
Vision 2022 provided the groundwork for the master-plan process and several 
divisional strategic plans. The following founding and guiding principles from Vision 
2022 function as four dimensions along which strategic decisions will continue to be 
evaluated: 
• Learn by Doing 
• StudentSuccess 
• Excellence Through Continuous Improvement 
• Comprehensive Polytechnic State University 
These founding and guiding principles are the basis of the university's strategic plan, 
as are the vision's six strategic objective: 
• Enhance student success 
• Create a vibrant residential campus 
• Increase support for the Teacher-Scholar Model 
• Create a rich culture of diversity and inclusivity 
• Secure the financial future of the university 
• Develop a greater culture of transparency, collaboration, and accountability 
♦ Learn by Doing 
Conceived as a Learn by Doing institution in 1901, Cal Poly was described at the time 
by journalist Myron Angel as a school that would "teach the hand as well as the 
head." Today Cal Poly remains committed to its Learn by Doing philosophy, which 
the Academic Senate has defined in this way: "Learn by Doing is a deliberate process 
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whereby students, from day one, acquire knowledge and skills through active 
engagement and self-reflection inside the classroom and beyond it." 
learn by Doing at Cal Poly takes many forms. Through curricular and co-curricular 
experiences faculty and staff work closely with students to meet learning objectives 
through experiential learning and provide opportunities for students to participate, 
often simultaneously, in discovery learning through problem solving. For many 
students, the capstone senior project, which was introduced to the curriculum in 
1942, exemplifies the intentional blend of experiential and discovery learning that is 
the signature of Cal Poly's learn by Doing philosophy. 
From the practice of the learn by Doing philosophy emanates all success for faculty, 
staff, and students. Cal Poly students are motivated high-achievers who arrive with a 
commitment to a major, indicating that they have a clear vision of their academic 
and professional future, which they expect the university to support. The side-by­
side learn by Doing curriculum is designed to provide students with concrete 
experience in their majors and in general education from day one. Cal Poly faculty 
and staff have built programs that have positioned the university as one of the most 
selective public universities in the United States. Faculty hone their skills in the 
classroom, co-curricular activities, in their research and creative activities and 
through collaborations with each other. 
♦ Teacher-Scholar Model 
As practiced at Cal Poly, the Teacher-Scholar Model includes meaningful student 
engagement in faculty scholarly activity and inclusion of scholarship in teaching to 
create vibrant learning experiences for students. Scholarship is defined in general 
terms as the scholarships of discovery, application, integration, and 
teaching/learning (Boyer, 1990), implemented in a discipline-specific manner while 
mindful of Cal Poly's mission. 
+ Student Success 
The outcome of Learn by Doing and the Teacher-Scholar Model is student success. 
Cal Poly is uniquely focused on the student experience, both inside and outside of 
th(;! classroom. Most easily defined through the Graduation Initiative 2025, the 
system-wide effort to facilitate student retention and timely graduation, student 
success at Cal Poly comes to life at annual commencement ceremonies, but it is also 
vibrantly on display on the athletic fields, in community service activity throughout 
San Luis Obispo, in student leadership opportunities and in senior projects among 
many other examples. 
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Every person who works and supports Cal Poly is dedicated to student success. Our 
faculty and staff operate in a collective partnership designed to maximize each 
other's expertise in advancing the student experience. As we continue to remain 
focused on student success, we emphasize student needs and their success as a 
decision-making factor over all others. 
Student success cannot happen without a commitment to creating the most 
inclusive campus climate possible. Every person, no matter the identities they have, 
must feel welcome and valued at Cal Poly. This element of student success is critical 
because, at our core, Cal Poly is a collection of focused human beings who thrive on 
the collective impact we have when we support each other and our larger goals. 
♦ Strategic Priority 1: Enhance the Success of All Cal Poly Students 
Goal lA: Maintain and enhance Cal Poly's signature pedagogy of Learn by Doing. 
Goal 1B: Assure that all students attain the knowledge, skills, and understanding to 
thrive in a diverse, evolving, and competitive environment. 
Goal lC: Ensure access to an excellent education for all California students by providing 
financial aid support for those with the greatest economic need. 
Goal 1D: Improve first year and transfer student graduation rates and eliminate 
achievement gaps for all students to meet the goals of the CSU's Graduation Initiative 
2025. 
Goal lE: Provide an additional high-impact experience for every undergraduate studenti . 
♦ Strategic Priority 2: Cultivate the Excellence of All Employees 
Goal 2A: Recruit and retain the best employees. 
Goal 2B: Foster inclusive and excellent teaching practices through continued faculty 
development. 
Goal 2C: Encourage innovative scholarship in all its forms - discovery, application, 
integration, and engagement, as well as teaching and learning. 
Goal 2D: Promote professional development opportunities for all employees. 
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Goal 2E: Communicate and share more broadly the significant achievements of all 
employees. 
♦ Strategic Priority 3: Enrich the Campus Culture of Diversity, Equity, and 
Inclusion 
Goal 3A: Create an aligned and cohesive focus on diversity and inclusion across the 
university. 
Goal 3B: Create and sustain a more diverse, equitable, and inclusive university 
community that reflects and serves the diverse people of California. 
Goal 3C: Prepare all students for their future through an education that includes 
diversity learning and reflects the principles of Inclusive Excellencei. 
Goal 3D: Further develop a campus climate that reflects the values of diversity, equity, 
and inclusion, as well as free inquiry and mutual respect. 
♦ Strategic Priority 4: Strengthen our Portfolio of Academic Programs 
Goal 4A: Make the General Education program a distinctive, mission-driven experience 
that prepares students for their personal and professional lives. 
Goal 4B: Develop innovative and sustainable undergraduate degree programs that meet 
the present and future needs of society and industry. 
Goal 4C: Pursue innovative and sustainable initiatives in graduate, post-baccalaureate, 
and alternative academic programs that build on the university's mission and expertise. 
Goal 4D: Address real-world problems, such as environmental sustainability, through 
interdisciplinary and international experiences, as well as, community and industry 
partnerships. 
♦ Strategic Priority 5: Create an Engaged, Vibrant, and Healthy Community 
for Students 
Goal SA: Encourage the development of an ethos of individual social responsibility in 
every student. 
Goal SB: Ensure that all students engage in effective, out-of-the-classroom experiences 
that prepare them for a life-long relationship with Cal Poly. 
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Goal SC: Create the extracurricular facilities and co-curricular programs anchored in 
Learn by Doing that create a vibrant residential campus community. 
Goal SD: Cultivate a campus environment that emphasizes all aspects of personal and 
community wellbeing. 
♦ Strategic Priority 6: Leverage Data and Technology to Support the 
Institution's Mission 
Goal 6A: Create a robust technological experience that enables engagement within and 
beyond the borders of campus, connects people with university data and resources, and 
provides a secure, stable and modern technological ecosystem. 
Goal 6B: Build relationships locally, nationally and globally to showcase the power of 
collaboration, support and advance the university's mission, and create alignment in the 
vision, priority, and pace of campus initiatives. 
Goal 6C: Enable student success by creating a digital environment that empowers 
learning, teaching, and living at Cal Poly, while supporting the engagement of and 
alumni and prospective students. 
♦ Strategic Priority 7: Secure Our Future by Improving Finances, Facilities, 
and Systems 
Goal 7A: Ensure the economic viability of the institution through a resilient and 
sustainable business model, including public and private partnerships that enhance 
revenue. 
Goal 7B: Foster a robust culture of philanthropy that allows the university to generate 
private gifts in support of institutional goals. 
Goal 7C: Develop and maintain facilities that promote a sense of pride and confidence in 
the campus environment. 
Goal 7D: Ensure the sustainability of the whole campus environment by making it smart, 
resilient, and carbon neutral. 
Goals 7E: Ensure transparency of operations through clear and frequent 
communications at all levels. 
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2018-2023 Strategic Plan Implementation 
The President's Cabinet will serve as the Steering Committee for the Strategic Plan and will 
oversee all aspects of the development and implementation of the plan. This includes 
prioritizing the implementation of goals, obtaining resources to achieve success, and making 
modifications to the plan as unforeseen conditions arise. Many goals will have natural 
overlap in tactics, and this consistency and focus is positive. The Steering Committee will 
ensure that where overlap exists, collaboration is occurring. 
Each aspect of the plan will have an Executive Champion and a Senior Sponsor(s). Executive 
Champions are members of the President's Cabinet who will assume responsibility for 
selecting senior sponsors for the goals, establishing timelines for implementing the goals, 
and determining the metrics of success for each goal. 
Executive Champions, with the support of the Senior Sponsor(s) will also be required to 
report on an annual basis the status of implementation and progress towards success 
metrics for each goal under their responsibility, and the university will provide a 
comprehensive and transparent update on the progress made under this plan. 
Senior Sponsors are members of university leadership with expertise relevant to the goal 
and are charged with creating cross-divisional/college implementation teams that do the 
work of operationalizing the goal towards success, convening their teams, and making 
recommendations to President's Cabinet or other appropriate group when obstacles 
prevent achieving success or the context has shifted requiring a change in the goal. 
Senior Sponsors report to the Executive Champion(s) for their goal and provide regular 
reporting on the progress of the implementation team. 
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Adopted: 
ACADEMIC SENATE 
Of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION ON UNIVERSITY FACULTY PERSONNEL POLICIES 
CHAPTER 1: PREFACE 
Impact on Existing Policy: This resolution establishes a statement of policy about 
the proposal and revision of university-level faculty personnel policies. Policies 
and statements in the attached policy document are derived from AS-650-06, AS-
725-11, AS-752-12, and AS-859-18. It supersedes AS-829-17 i 
1 WHEREAS, The Academic Senate Faculty Affairs Committee is constructing a 
2 document entitled "University Faculty Personnel Policies" (UFPP) to 
3 house all university-level faculty personnel policies; and 
4 
5 WHEREAS, AS-859-18 resolved that "The Academic Senate Faculty Affairs 
6 Committee construct UFPP by proposing university-level faculty 
7 personnel policies to the Senate in the form of chapters or portions of 
8 chapters of UFPP according to the procedures approved in AS-829-17"; 
9 and 
10 
11 WHEREAS, AS-859-18 resolved that "By the end of Spring 202 0 Colleges and other 
12 faculty units reorganize their faculty personnel policy documents to 
13 conform their documents to the chapter structure of UFPP"; therefore be 
14 It 
15 
16 RESOLVED: The policy document contained at the end of the attached report 
17 "Proposed Chapter of University Faculty Personnel Policies Document: 
18 CHAPTER 1: PREFACE" be established as Chapter 1: Preface of UFPP, and 
19 be it further 
20 
21 RESOLVED: Colleges and the Library revise their personnel policy documents by 
22 Spring 2020 to have chapter 1 of their documents be a Preface modeled 
23 after that ofUFPP. 
Proposed by: Academic Senate Faculty Affairs Committee 
Date: January 8, 2019 
Revised: January 30, 2019 
1 (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 
(3) If there is no impact on existing policy, please indicate NONE. 
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Proposed Chapter of University Faculty Personnel Policies Document: 
CHAPTER 1: PREFACE 
The Academic Senate Faculty Affairs Committee (FAC) is a standing Senate committee with 
representation from each college, the library and professional consultative services, Academic Affairs, 
and a student representative. FAC employs a streamlined process for Academic Senate approval of 
personnel policies. This process specifies the nature of consultation with faculty affected by proposed 
changes and provides a clear accounting of which policy documents have been superseded by the 
proposed change. It also allows the Senate Executive Committee to place non-controversial updates to 
personnel policies on the Senate consent agenda. Using the new process, FAC will replace the current 
University Faculty Personnel Actions (UFPA) document piece by piece to construct a new University 
Faculty Personnel Policies (UFPP) document. FAC may then employ the same process to update 
sections of the new UFPP on an as-needed basis. 
The guiding principles in reforming the UFPA into the new UFPP are the following: 
• Clarify existing policies that are common and already in place across the university. 
• Standardize procedures for faculty evaluation at the university level. 
• Set baseline expectations and offer guiding principles with directives to the colleges and 
departments to specify their criteria accordingly attuned to the disciplinary considerations 
specific to their programs. 
• Establish a common structure for all personnel policy documents across campus. 
The Senate has approved a resolution (AS-859-18) establishing the general structure of the UFPP in the 
form of its main chapter divisions, each containing thematically unified selections of policy: 
1. Preface 
2. Faculty Appointments 
3. Personnel Files 
4. Responsibilities in Faculty Evaluation Processes 
5. Evaluation Processes 
6. Evaluation Cycle Patterns 
7. Personnel Action Eligibility and Criteria 
8. Evaluation of Teaching and Professional Services 
9. Evaluation of Professional Development 
10. Evaluation of Service 
11. Governance 
12. Workload 
13. Appendices 
FAC is proposing to the Senate individual chapters of UFPP, each covered by its own Senate resolution. 
A draft of one ofthese chapters follows in this document, preceded by a summary of its content, 
impact, and implementation, and a description of feedback received on this proposed chapter. 
Summary of Chapter 1: Preface 
The Preface of UFPP offers the guiding principles for its faculty policies in the form of Cal Poly's vision 
and mission statements and the statement of Cal Poly's commitment to the teacher-scholar model. It 
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Proposed Chapter of University Faculty Personnel Policies Document: 
CHAPTER 1: PREFACE 
also includes an account of the purpose and scope of the document in relation to the various forms of 
legislation, contract provisions, local Academic Senate resolutions, or any other documents that inform 
and establish our faculty personnel policies. The Preface directs colleges and the Library to maintain 
and update their own personnel policy documents in accord with UFPP. It closes with a statement of 
the Academic Senate established procedures for composing and revising sections of UFPP. 
Impact on Existing Policy 
This Preface gives a new form of expression to pre-existing policies, values, provisions and 
requirements, but does not establish new policies. The statements of policies in the Preface were 
established by Academic Senate resolutions. The Preface states that by the Senate action establishing 
the Preface as a chapter of UFPP, its formulation of those policies supersedes those in its originating 
resolutions. It thereby clarifies the policy history related to the provisions of this portion of UFPP. 
Implementation 
The establishment of UFPP by the Academic Senate would oblige the Colleges to restructure their 
faculty personnel policy documents into the same chapter division as UFPP. When a chapter of UFPP is 
approved by the Academic Senate and ratified by the President, colleges will now have a focused area 
of new or revised policy that they must consult and, if necessary, use to revise their documents 
accordingly. 
Current college documents typically begin with guiding statements and include provisions for revising 
the policy document. 
For colleges with up-to-date formulations of their values and mission, procedures for policy revision, 
etc., this imposition on the colleges would be as insignificant as placing the heading of "Chapter 1: 
Preface" over their existing statements of guiding principles and and their procedures for revising their 
documents. Colleges with out-of-date prefatory statements and policy revision procedures would take 
on the task to update them, now with some guidance of what is expected for this portion of their 
personnel policies document. 
Colleges should cover the topics in UFPP, but may add additional subdivisions as necessary. 
Feedback from Faculty Units 
When proposing personnel policies, FAC consults with faculty units about the proposed change so the 
faculty units may offer feedback on the proposal. FAC then considers this feedback when revising the 
proposed policy and sending it to the Senate. 
Faculty units provided no specific feedback on the elements of the Preface. 
What follows is the proposed text of the chapter ... 
-70-
UNIVERSITY FACULTY PERSONNEL POLICIES 
1. Preface 
1.1. Summary 
1.1.1. The prefatory materials in the document include a general statement of Cal Poly's 
vision and mission statements, along with Cal Poly's commitment to the teacher­
scholar model. It states the hierarchy of policy in the CSU. It also includes the formal 
statement of the Senate personnel policy revision process by which portions of this 
document are composed and revised. Colleges and departments can put in the 
Preface of their personnel policies documents their own mission/vision statements, 
any guiding principles that inform their understanding and implementation of the 
teacher/scholar model, and any policies or procedures for revising their policy 
documents. 
1.2. Vision Statement 
1.2-.1. Cal Poly will be the nation's premier comprehensive polytechnic university, an 
innovative institution that develops and inspires whole-system thinkers to serve 
California and help solve global challenges. (CAP 110.2) 
1.3. Mission Statement 
1.3.1. Cal Poly fosters teaching, scholarship, and service in a Learn by Doing environment in 
which students, staff, and faculty are partners in discovery. As a polytechnic 
university, Cal Poly promotes the application of theory to practice. As a 
comprehensive institution, Cal Poly provides a balanced education in the arts, 
sciences, and technology, while encouraging cross-disciplinary and co-curricular 
experiences. As an academic community, Cal Poly values free inquiry, cultural and 
intellectual diversity, mutual respect, civic engagement, and social and environmental 
responsibility. (CAP 110.1, AS-650-06) 
1.4. Teacher-Scholar Model 
1.4.1. Cal Poly faculty have adopted the Teacher-Scholar Model defined as participation in 
both teaching and scholarship (AS-725-11). The Teacher-Scholar Model includes, when 
possible, meaningful student engagement in faculty scholarly activity and inclusion of 
scholarship in teaching to create vibrant learning experiences for students. The 
resolution defined scholarship in general terms as the scholarships of discovery, 
application, integration, and teaching/learning (Boyer, Scholarship Reconsidered, 
1990), implemented in a discipline-specific manner while mindful of Cal Poly's 
mission. The Teacher-Scholar Model allows for individual variations in the balance 
between teaching and scholarly activities. The personnel policies in this document 
promote the development of teacher/scholars. 
1.5. Purpose and Scope of this Document 
1.5.1. University level personnel policies for faculty are contained in this document, titled 
"University Faculty Personnel Policies" (abbreviated as UFPP). It includes the 
University statement of policy, criteria and university-wide procedures for faculty 
personnel actions. This document is based on Title V, Higher Education Employer­
Employee Relations Act (HEERA), and the CSU-CFA Collective Bargaining Agreement 
(CBA). If Title V, HE ERA and/or the CSU-CFA Collective Bargaining Agreement is in 
conflict with the provisions in these criteria and procedures, the terms ofTitle V, 
HEE RA and/or the CSU-CFA Collective Bargaining Agreement, and not the provisions of 
these procedures and criteria, shall govern. 
1.5.2.. Policies in this document are derived largely from the 2013 revision of University 
Faculty Personnel Actions (UFPA), which is included in the appendices to this 
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document. Policies stated in UFPP supersede their prior formulations in UFPA. Uritil 
superseded by policies in UFPP, the policies in UFPA remain in effect. 
1.5.3. Personnel policies established by Academic Senate resolutions are commonly cited 
throughout this document following the form of "AS-XXX-YY". Since each chapter of 
UFPP is established by Academic Senate action, the formulation of policies in UFPP 
supersedes the formulations of those policies in prior Academic Senate resolutions. 
1.5.4. Policy statements contained in UFPP are also derived from sources beyond the scope 
of the Academic Senate, such as provisions in the CBA, HE ERA, or Title V. Policies 
derived from the Collective Bargaining Agreement (Le. the CSU faculty contract) are 
cited by CBA article and section. Policies from Cal Poly's Campus Administrative 
Policies (CAP} are cited by their CAP numbers. Other documents establishing policies 
are cited by descriptive titles (e.g. administrative memos cited by their source and 
date). In these cases, the verbal formulation of the policy is approved by the Senate, 
but the statement of these policies in their original source governs. 
1.5.5. Colleges and the Library shall have their own personnel policy documents to extend, 
develop, and apply university level policies in ways that are suited to the programs 
within the college. In the case of any conflict between college and university policies, 
the university policy shall govern. College personnel policies should remain current in 
relation to the policies that govern over the college policies, including university 
policies, the CSU-CFA Collective Bargaining Agreement, HEE RA, and Title V. Colleges 
shall define a process for reviewing and updating their personnel policies. College 
personnel policies must be approved by the Dean and the Provost. College personnel 
policies that are currently in effect shall be made available on the Academic Personnel 
website. 
1.5.6. Departments may also have personnel policy documents. Department level personnel 
policies extend, develop, and apply college level policies in ways that are suited to the 
disciplines within the department. In the case of any conflict between a department's 
policies and college or university policies, the college or university policies shall 
govern . Departments opting to draft their own personnel policies shall define the 
process for composing and approving such policies. Department level personnel 
policies shall be approved by their college Dean and the Provost. Department 
personnel policies that are currently in effect shall be made available on the Academic 
Personnel website. 
1.6. Procedure for Updating University Faculty Personnel Policies 
1.6.1. This section of the Preface states the policies related to the composition and revision 
of sections of UFPP. The policies in this section are established by AS-XXX-19 which is 
based on the following Academic Senate resolutions: AS-650-06.,_l\S-725-11, AS-752-
12, and AS-859-18. It supers~g~s AS-829-17. 
1.6.2. Cal Poly's university-level faculty personnel policies are composed and approved by 
means of shared governance between faculty and administration. Personnel policies 
are established or revised either by means of Academic Senate resolutions or consent 
agenda items, both of which must be ratified by the university President. 
1.6.3. The Academic Senate Faculty Affairs Committee proposes university level faculty 
personnel policies to the Senate in the form of chapters or portions of chapters of the 
University Faculty Personnel Policies document (UFPP). 
1.6.4. University-wide faculty personnel policy proposals from the Academic Senate Faculty 
Affairs Committee may appear on the Academic Senate meeting agenda as consent 
items at the discretion of the Academic Senate Executive Committee. The Academic 
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Senate Faculty Affairs Committee submits the personnel policy proposals to the 
Academic Senate Executive Committee. The Academic Senate Executive Committee 
determines whether and how the personnel policy proposals shall be placed on the 
Academic Senate agenda. 
1.6.5. When the Academic Senate Executive Committee places personnel policy revisions on 
the Academic Senate consent agenda, any senator may request an item be removed 
from the consent agenda no later than one week prior to the meeting. Items removed 
from the Academic Senate consent agenda will be placed on the Senate agenda as 
business items. Items not removed from the consent agenda are considered approved 
by the Academic Senate on the meeting date of the consent agenda. 
1.6.6. Personnel policy revisions that are on the Senate agenda shall consist of reports 
attached to resolutions. The report contains the proposed revision to university policy 
and all background or explanatory information about the change in policy. The 
Academic Senate Faculty Affairs Committee chair (or designee) is responsible for 
presenting the policy proposal to the Academic Senate Executive Committee and to 
the Academic Senate. The Academic Senate Chair (or designee) may invite interested 
parties concerning the policy proposals to be present at the meetings where pulled 
proposals will be discussed. Queries from senators regarding policy proposals are 
directed to the chair of the Academic Senate Faculty Affairs Committee. 
1.6.7. Proposed revisions to university-wide faculty personnel policies should include as 
many of the following as are relevant to the proposal: 
• The text of the proposed policy. 
• The text of superseded policy (if available). 
• Summary of the proposed changes noting especially any revisions to reflect 
existing policy stated elsewhere, or any proposed changes in policy. 
• Citation of relevant documents, which may include: Academic Senate 
resolutions, provisions in the collective bargaining agreement, administrative 
memos, existing policy documents in need of revision, superseded policy 
statements. 
• Expected effects of the policy change on faculty units. 
• The nature of consultation with affected faculty units. 
• The timeline and nature of implementation. 
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Adopted: 
ACADEMIC SENATE 
Of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION ON UNIVERSITY FACULTY PERSONNEL POLICIES 
CHAPTER 2: FACULTY APPOINTMENTS 
Impact on Existing Policy: This resolution establishes the statement of policy about 
faculty appointments. Its impact on existing policy is described in the attached report. 
i 
1 WHEREAS, The Academic Senate Faculty Affairs Committee is constructing a 
2 document entitled "University Faculty Personnel Policies" (UFPP) to 
3 house all university-level faculty personnel policies; and 
4 
5 WHEREAS, AS-859-18 resolved that "The Academic Senate Faculty Affairs Committee 
6 construct UFPP by proposing university-level faculty personnel policies to 
7 the Senate in the form of chapters or portions of chapters of UFPP 
8 according to the procedures approved in AS-829-17"; and 
9 
10 WHEREAS, AS-859-18 resolved that "By the end of Spring 2020 Colleges and other 
11 faculty units reorganize their faculty personnel policy documents to 
12 conform their documents to the chapter structure of UFPP"; therefore be 
13 tt 
14 
15 RESOLVED: The policy document contained at the end of the attached report 
16 "Proposed Chapter of University Faculty Personnel Policies Document: 
17 CHAPTER 2: FACULTY APPOINTMENTS" be established as Chapter 2: 
18 Faculty Appointments of UFPP, and be it further 
19 
20 RESOLVED: Colleges and the Library revise their personnel policy documents by 
21 Spring 2020 to have chapter 2 of their documents cover faculty 
22 appointments as per chapter 2 of UFPP. 
Proposed by: Academic Senate Faculty Affairs Committee 
Date: January 8, 2019 
Revised: January 30, 2019 
i (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 
(3) If there is no impact on existing poJicy, please indicate NONE. 
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The Academic Senate Faculty Affairs Committee (FAC) is a standing Senate committee with 
representation from each college, the library and professional consultative services, Academic Affairs, 
and a student representative. FAC employs a streamlined process for Academic Senate approval of 
personnel policies. This process specifies the nature of consultation with faculty affected by proposed 
changes and provides a clear accounting of which policy documents have been superseded by the 
proposed change. It also allows the Senate Executive Committee to place non-controversial updates to 
personnel policies on the Senate consent agenda. Using the new process, FAC will replace the current 
University Faculty Personnel Actions (UFPA) document piece by piece to construct a new University 
Faculty Personnel Policies (UFPP) document. FAC may then employ the same process to update 
sections of the new UFPP on an as-needed basis. 
The guiding principles in reforming the UFPA into the new UFPP are the following: 
• Clarify existing policies that are common and already in place across the university. 
• Standardize procedures for faculty evaluation at the university level. 
• Set baseline expectations and offer guiding principles with directives to the colleges and 
departments to specify their criteria accordingly attuned to the disciplinary considerations 
specific to their programs. 
• Establish a common structure for all personnel policy documents across campus. 
The Senate has approved a resolution (AS-859-18) establishing the generpl structure of the UFPP in the 
form of its main chapter divisions, each containing thematically unified selections of policy: 
1. Preface 
2. Faculty Appointments 
3. Personnel Files 
4. Responsibilities in Faculty Evaluation Processes 
5. Evaluation Processes 
6. Evaluation Cycle Patterns 
7. Personnel Action Eligibility and Criteria 
8. Evaluation of Teaching and Professional Services 
9. Evaluation of Professional Development 
10. Evaluation of Service 
11. Governance 
12. Workload 
13. Appendices 
FAC is proposing to the Senate individual chapters of UFPP, each covered by its own Senate resolution. 
A draft of one of these chapters follows in this document, preceded by a summary of its content, 
impact, and implementation, and a description of feedback received on this proposed chapter . 
Summary of Chapter 2: Faculty Appointments 
This chapter covers university-level requirements for all forms of faculty appointments, including: 
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• Tenure-track 
• Full-time lecturer 
• Part-time pool lecturer 
• Non-instructional faculty 
It includes the required application elements and the baseline recruitment policies, referring to the 
separate recruitment procedures document maintained by Academic Personnel. It directs the Colleges 
and Library to determine their criteria for appointment. 
Impact on Existing Policy 
This chapter on Faculty Appointments gives a new form of expression to pre-existing policies and 
requirements, but does not establish new policies. Many of the provisions of this chapter are driven by 
the Collective Bargaining Agreement (especially for lecturer appointments). 
Implementation 
The establishment of UFPP by the Academic Senate would oblige the Colleges and the Library to 
restructure their faculty personnel policy documents into the same chapter division as UFPP. When a 
chapter of UFPP is approved by the Academic Senate and ratified by the President, they will now have 
a focused area of new or revised policy that they must consult and, if necessary, use to revise their 
documents accordingly. 
Current College and Library personnel policy documents typically include sections on faculty 
appointment. The establishment of this chapter of UFPP would require these provisions to be 
contained in Chapter 2, which would be called "Faculty Appointments." For those with well-developed 
personnel policy documents whose appointment policies are up-to-date, the implementation of this 
change would be insignificant. Those whose policies are out-of-date would now have some guidance 
for taking on the task of updating their policies. 
The Colleges and the Library may subdivide this chapter to clarify distinctions between appointment 
requirements for different classifications offaculty according to their needs. 
Feedback from Faculty Units 
When proposing personnel policies, FAC consults with faculty units about the proposed change so the 
faculty units may offer feedback on the proposal. FAC then considers this feedback when revising the 
proposed policy and sending it to the Senate. 
The College of Liberal Arts provided editorial suggestions to clarify policy statements. 
CLA also raised questions about practices in the colleges that were not reflected as university policy. 
The response from FAC about these questions consisted of expressing the goal of revising the policy 
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statements without revising policies. Practices common among the Colleges (and the Library) that are 
not reflected in university policy would remain college-level (or library) policy until some later date 
when FAC can consider whether to revise university-policy accordingly. The practice in questions 
concerns the requiring of statements of a commitment to diversity and inclusion in faculty recruitment 
processes. 
The Library also offered some editorial suggestions. 
What follows is the proposed text of the chapter ... 
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2. Faculty Appointments 
2.1. Summary 
2.1.1. This chapter provides university-wide recruitment and appointment policies for 
faculty. Policies in this chapter refer to but do not include the more detailed hiring 
procedures maintained by Academic Personnel. Colleges and departments include in 
this chapter any specific hiring policies that go beyond the university-level policies, 
including any statements of their own specific criteria and requirements for their 
faculty appointments. 
2.2. Tenure-Track·Recruitment 
2.2.1. Current University tenure-track recruitment procedures, as well as information about 
contract updates concerning academic appointments, are accessible at the Academic 
Personnel website. 
2.2.2. Advertising and Recruitment: Tenure-track positions must be advertised nationally. 
Academic Personnel will place an advertisement for all tenure-track searches in 
publications listed in documents on the Academic Personnel website. These 
advertisements meet the requirement to advertise the position nationally. 
Departments must also place all additional advertisements listed in the required 
recruitment plan. A minimum 30-day period is required between the latest of all ad 
publication dates (whether on line or print) and the closing date or review begin date. 
For online advertising the 30 days is counted from the first day of appearance. 
2.2.3. Applications for tenure-track faculty positions must be submitted to the university's 
applicant tracking system. Application packages must include at least the following 
items: 
• Current Curriculum Vitae (CV) 
• At least three letters of reference 
• Unofficial transcripts at the time of application (Official transcripts required for 
appointment) 
• Cover Letter (preferred) 
• Other materials required by the college or department 
2.2.4. The Search Committee, consisting of elected tenured or probationary faculty, shall use 
procedures as determined by the University's Procedure for Recruiting Tenure-Track 
Faculty and any approved college or departmental recruitment policies and 
procedures in addition to those listed below. With the department's recommendation 
and the dean's permission, FERP faculty may serve on the Search Committee. With the 
department's recommendation and the dean's permission, probationary faculty may 
serve on the Search Committee (CBA 12.22.a). 
2.2.5. Each search committee must have one trained Employment Equity Facilitator (EEF) 
who shall normally be a tenured faculty member and may not be the department 
chair/head or the chair of the Search Committee . Information about the role of the 
EEF and about training for the EEF positions is available on the website of the Office of 
Equal Opportunity. 
2.2.6. The Search Committee members shall give careful consideration to temporary 
employees who have been evaluated by the department or equivalent unit. The 
search committee members, or screening sub-committee members, and department 
chair/head shall review and sign the Personnel Action File for these candidates. 
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2.2.7. The Search Committee shall provide a list of acceptable candidates as finalists to the 
department chair/head. The department chair/head shall provide appointment 
recommendations to the dean. 
2.3. Tenure-Track Qualifications 
2.3.1. Normally, a doctorate or other appropriate terminal degree shall be required for 
appointment to a tenure-track position. The appropriate terminal degree will be 
determined by the department and approved by the dean. In the areas where a 
doctorate is required, candidates who have completed all doctoral requirements but 
the dissertation (ABO) may also be considered during the recruitment process. 
However, all minimum degree requirements must be completed prior to the 
appointment start date. 
2.3.2. Colleges and departments shall specify the relevant evidence of potential for 
excellence in university-level teaching, scholarship and service. Evidence of potential 
for teaching excellence in the department and/or college may include experience or 
potential to teach using learn by doing, project-based learning, service learning and 
other teaching methods that are common at Cal Poly. Evidence of potential for 
ongoing research, scholarship, and/or creative activity should show how candidates 
will remain current and contribute to the knowledge and developments within their 
discipline/professional field, and obtain promotion. Evidence of service should show 
potential to make substantive contributions to the department, college, and/or 
university. 
2.3.3. Applicants for appointment with tenure shall normally be tenured professors or 
tenured librarians at other universities. Exceptions to this provision must be carefully 
documented. The President may award tenure to any individual, including one whose 
appointment and assignment is in a management position, at the time of 
appointment. Appointments with tenure shall be made only after an evaluation and 
recommendation by tenured faculty in the appropriate department (CBA 13.17). 
2.4. Lecturer Recruitment 
2.4.1. Department chairs make the hiring recommendation to the deans who are the 
appointing authorities in the colleges responsible for approving and hiring lectures. 
Department faculty may be involved in screening or vetting applicants for the part­
time pools or by serving on search committees for full-time lecturer recruitments . 
2.4.2. Full-time lecturer appointments require a search with a process similar that of tenure­
track searches. Colleges or departments determine the appropriate interview format 
for the full-time lecturers . 
2.4.3. Advertisements need to be posted and the requisition must be open for a minimum of 
4 weeks30 days before review of applicants can begin. 
2.4.4. Required documents for full-time lecturer recruitment: 
• Application 
• CV 
• Cover letter (preferred) 
• List of CSU courses taught 
• Transcripts 
• Name and email address of 3 references. 
2.4.5. Criteria for appointment for full-time lecturers are determined by the college or 
department. Initial appointment is for 1 academic year with a possible 1-year 
extension. Full-time lecturer appointments are unconditional and their work 
-79-
UNIVERSITY FACULTY PERSONNEL POLICIES 
assignment cannot be reduced once these appointments are made. The department 
must meet the entitlements of other lecturers listed in the order of assignment in 
article 12.29 of the CBA. 
2.4.6. Most departments create a part-time lecturer pool that allows candidates to apply for 
consideration for appointments throughout the academic year as needed to fill 
positions. Applicants may apply at the start of the academic year for consideration of 
work assignments in any quarter or they may apply prior to the winter or spring 
terms. These pools are opened in April for the subsequent academic year after the 
spring quarter appointments have been made. Department chairs may review 
qualifications of the applicants and make quarter-by-quarter appointments following 
the order of assignment in accordance with article 12.29 of the CBA. Applicants who 
have worked for the department and been evaluated should be given careful 
consideration according to article 12. 7 of the CBA. Those who have had a part-time 
assignment for all three quarters of an academic year and are appointed to teach in 
the fall quarter of the following academic year shall be appointed with a one-year 
part-time entitlement per article 12.3 of the CBA. 
2.4.7. Advertisements must to be posted and the lecturer pool must be open for a minimum 
of 2 weeks14 days before review of candidates can begin. Part-time pools stay open 
until the first week of spring quarter. 
2.4.8. Required documents for part-time lecturer pool recruitment: 
• Application 
• CV 
• Cover letter (preferred) 
• List of CSU courses taught 
• Transcripts 
• Name and email address of 3 references. 
2.4.9. Criteria for appointment and level of appointment are determined by colleges or 
departments. Initial appointments for part-time pool lecturers can be for 1, 2 or 3 
quarters. Initial appointment for 3 quarters should be for less than 45 units. 
2.4.10. Emergency lecturer appointments may occur for urgent and unplanned needs when 
no qualified candidates are available in the part-time lecturer pool and there isn't time 
to run a part-time lecturer pool recruitment. Such urgent and unplanned needs to 
appoint a lecturer may arise from another faculty member's unplanned leave of 
absence or a last-minute course section being opened. If this need is expected to 
continue, the department should plan ahead for future terms and either run a 
recruitment or advertise to increase the part-time pool to meet the anticipated needs 
of the department. 
2.5. Other Faculty Recruitments for Library, Counseling, and Athletics 
2.5.1. Other faculty units should identify in their personnel policy documents the 
recruitment policies pertinent to their assignments. 
2.5.2. Other faculty recruitments should conform at least with the policies for instructional 
lecturer recruitments. 
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ACADEMIC SENATE 
Of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION ON UNIVERSITY FACULTY PERSONNEL POLICIES 
CHAPTER 3: PERSONNEL FILES 
Impact on Existing Policy: This resolution establishes the statement of policy 
about the faculty personnel action file and working personnel action file. Its 
impact on existing policy is described in the attached report. i 
1 WHEREAS, The Academic Senate Faculty Affairs Committee is constructing a 
2 document entitled "University Faculty Personnel Policies" (UFPP) to 
3 house all university-level faculty personnel policies; and 
4 
5 WHEREAS, AS-859-18 resolved that "The Academic Senate Faculty Affairs 
6 Committee construct UFPP by proposing university-level faculty 
7 personnel policies to the Senate in the form of chapters or portions of 
8 chapters of UFPP according to the procedures approved in AS-829-17"; 
9 and 
10 
11 WHEREAS, AS-859-18 resolved that "By the end of Spring 2020 Colleges and other 
12 faculty units reorganize their faculty personnel policy documents to 
13 conform their documents to the chapter structure of UFPP"; therefore be 
14 It 
15 
16 RESOLVED: The policy document contained at the end of the attached report 
17 "Proposed Chapter of University Faculty Personnel Policies Document: 
18 CHAPTER 3: PERSONNEL FILES" be established as Chapter 3: Personnel 
19 Files of UFPP, and be it further 
20 
21 RESOLVED: Colleges and the Library revise their personnel policy documents by 
22 Spring 2020 to have chapter 3 of their documents cover personnel files 
23 as per chapter 3 of UFPP. 
Proposed by: Academic Senate Faculty Affairs Committee 
Date: January 8, 2019 
Revised: January 30, 2019 
i (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 
(3) If there is no impact on existing policy, please indicate NONE. 
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The Academic Senate Faculty Affairs Committee (FAC) is a standing Senate committee with 
representation from each college, the library and professional consultative services, Academic Affairs, 
and a student representative. FAC employs a streamlined process for Academic Senate approval of 
personnel policies. This process specifies the nature of consultation with faculty affected by proposed 
changes and provides a clear accounting of which policy documents have been superseded by the 
proposed change. It also allows the Senate Executive Committee to place non-controversial. updates to 
personnel policies on the Senate consent agenda. Using the new process, FAC will replace the current 
University Faculty Personnel Actions (UFPA) document piece by piece to construct a new University 
Faculty Personnel Policies (UFPP) document. FAC may then employ the same process to update 
sections of the new UFPP on an as-needed basis. 
The guiding principles in reforming the UFPA into the new UFPP are the following: 
• Clarify existing policies that are common and already in place across the university. 
• Standardize procedures for faculty evaluation at the university level. 
• Set baseline expectations and offer guiding principles with directives to the colleges and 
departments to specify their criteria accordingly attuned to the disciplinary considerations 
specific to their programs. 
• Establish a common structure for all personnel policy documents across campus. 
The Senate has approved a resolution (AS-859-18) establishing the general structure of the UFPP in the 
form of its main chapter divisions, each containing thematically unified selections of policy: 
1. Preface 
2. Faculty Appointments 
3. Personnel Files 
4. Responsibilities in Faculty Evaluation Processes 
5. Evaluation Processes 
6. Evaluation Cycle Patterns 
7. Personnel Action Eligibility and Criteria 
8. Evaluation of Teaching and Professional Services 
9. Evaluation of Professional Development 
10. Evaluation of Service 
11. Governance 
12. Workload 
13. Appendices 
_FAC is proposing to the Senate individual chapters of UFPP, each covered by its own Senate resolution. 
A draft of one of these chapters follows in this document, preceded by a summary of its content, 
impact, and implementation, and a description of feedback received on this proposed chapter . 
Summary of Chapter 3: Personnel Files 
This chapter covers university-level requirements concerning the Personnel Action File (PAF) and 
Working Personnel Action File {WPAF). 
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It is media neutral, and so it conforms with the new implementation of lnterfolio electronic WPAF and 
evaluation processes. 
Its provisions state baseline expectations common across campus with directives and allowances to the 
Colleges and Library to augment these baseline requirements according to the nature of their 
programs. 
Impact on Existing Policy 
This chapter on Faculty Appointments gives a standard and clarified expression to pre-existing policies 
and practices, but does not establish new policies. Many of the provisions of this chapter are driven by 
the Collective Bargaining Agreement. 
Implementation 
The establishment of UFPP by the Academic Senate would oblige the Colleges and the Library to 
restructure their faculty personnel policy documents into the same chapter division as UFPP. When a 
chapter of UFPP is approved by the Academic Senate and ratified by the President, they will now have 
a focused area of new or revised policy that they must consult and, if necessary, use to revise their 
documents accordingly. 
Current College and Library personnel policy documents typically include sections on personnel files. 
The establishment of this chapter of UFPP would require those documents to contain these provisions 
into Chapter 3 and call it "Personnel Files." Implementation of this change would be insignificant for 
those with well-developed personnel policy documents with up-to-date policies and expectations 
about personnel files. Those whose policies are out-of-date would now have some guidance for taking 
on the task of updating their policies. 
Material in this chapter may form the basis for process guides the Colleges and Library can draft and 
include in the appendices of their personnel policy documents. 
Feedback from Faculty Units 
When proposing personnel policies, FAC consults with faculty units about the proposed change so the 
faculty units may offer feedback on the proposal. FAC then considers this feedback when revising the 
proposed policy and sending it to the Senate. 
The College of Liberal Arts provided editorial suggestions to clarify policy statements. 
What follows is the proposed text of the chapter ... 
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3. Personnel Files 
3.1. Summary 
3.1.1. This chapter defines the university-wide requirements and policies for the Personnel 
Action File (PAF) and Working Personnel Action File (WPAF). Colleges and 
departments may augment these university-level requirements to address their 
discipline-specific needs. 
3.2. Personnel Action File (PAF) 
3.2.1. The Personnel Action File (PAF) is the one official personnel file for employment 
information and information that may be relevant to personnel recommendations or 
personnel actions regarding a faculty unit employee. (CBA 11.1) 
3.2.2. The college dean or equivalent supervising administrator is the custodian of the PAF. 
Contents of the Personnel Action File stored in electronic format shall be stored 
securely, and access to the file shall be limited to those individuals authorized to view 
the file under the terms of the CBA. (CBA 11.1) 
3.2.3. Contents of the PAF include: 
• Hiring materials/letters of appointment 
• CV retained from WPAF 
• Index retained from WPAF 
• Performance and periodic evaluation reports (AP 109, dean and provost letters) 
• Leaves/grants/awards reports 
• Results of student evaluations of faculty 
• Institutional data about teaching assignments 
• Other personnel related material. 
3.3. Purpose of Working Personnel Action File (WPAF) 
3.3.1. During the time of periodic evaluation and performance review of a faculty unit 
employee, the Working Personnel Action File (WPAF), which includes all information, 
materials, recommendations, responses and rebuttals, shall be incorporated by 
reference into the Personnel Action File. (CBA 11.8). 
3.3.2. The WPAF is compiled by the applicant to support consideration for a periodic 
evaluation or performance review. Contents of the WPAF stored in electronic format 
shall be stored securely, and access to the file shall be limited to those individuals 
authorized to view the file. All supporting materials in the WPAF should be referenced 
and clearly explained. 
3.3.3. The WPAF for retention and tenure reviews shall cover the entire employment period 
at Cal Poly. The WPAF for promotion and lecturer range elevation shall cover the 
period at rank or range at Cal Poly. 
3.3.4 . The Provost establishes a specific deadline by which the WPAF is declared complete 
for each type of personnel action. Insertion of materials after that date must have the 
approval of the college peer review committee (CPRC) and is limited to items that 
became accessible after the deadline. The table of contents or index should be 
updated to reflect any material added to the file during the c;ourse of the evaluation 
cycle. 
3.4. Contents of WPAF 
3.4.1. Minimum requirements for aContents of Working Personnel Action File (WPAF) for 
Instructional Faculty include: 
• Index of WPAF 
• CV 
-84-
UNIVERSITY FACULTY PERSONNEL POLICIES 
• Professional Development Plan 
• Evidence fef--ofT eaching 
• Evidence ffif--of Professional Development, -(includin g R_r:esearch, 
Scholarshipscholarship, Creative creative Activit·tactivity, appropriate to the 
nature of the appointment ) 
• Evidence fef--of Currency in Field 
• Evidence for Service (appropriate to the nature of the a 1pointment l 
3.4.2. Any student communications or evaluations provided outside of the regular student 
evaluation process must be identified by name to be included in a PAF or WPAF (CBA 
15.17). Anonymous surveys from students conducted outside the official university­
run student evaluation process shall not be included in WPAFs. Anonymous 
communications shall not be included in WPAFs. Candidates may summarize their 
own assessment of any unofficial anonymous student surveys in their narrative 
documents. 
3.4.3. Colleges and departments may specify additional required contents of WPAFs. 
3.4.4. Colleges shall define in their personnel policies the appropriate evidence for Teaching, 
Professional Development, and Service appropriate to the nature of faculty 
appointments. 
3.4.5. The Library, Counseling, and Athletics shall define in their personnel policies the 
appropriate evidence categories for their faculty . 
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Adopted: 
ACADEMIC SENATE 
Of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION ON UNIVERSITY FACULTY PERSONNEL POLICIES 
CHAPTER 4: RESPONSIBILITIES IN FA CUL TY EVALUATION 
Impact on Existing Policy: This resolution establishes the statement of policy 
about the responsibilities of all those involved in faculty evaluation. Its impact on 
existing policy is described in the attached report. i 
1 WHEREAS, The Academic Senate Faculty Affairs Committee is constructing a 
2 document entitled "University Faculty Personnel Policies" (UFPP) to 
3 house all university-level faculty personnel policies; and 
4 
5 WHEREAS, AS-859-18 resolved that "The Academic Senate Faculty Affairs 
6 Committee construct UFPP by proposing university-level faculty 
7 personnel policies to the Senate in the form of chapters or portions of 
8 chapters of UFPP according to the procedures approved in AS-829-17"; 
9 and 
10 
11 WHEREAS, AS-859-18 resolved that "By the end of Spring 2020 Colleges and other 
12 faculty units reorganize their faculty personnel policy documents to 
13 conform their documents to the chapter structure of UFPP"; therefore be 
14 It 
15 
16 RESOLVED: The policy document contained at the end of the attached report 
17 
18 
19 
20 
21 
22 RESOLVED: 
23 
24 
"Proposed Chapter of University Faculty Personnel Policies Document: 
CHAPTER 4: RESPONSIBILITIES IN FACULTY EVALUATION" be 
established as ChapteF 3: Personnel Files of UFPP, Chapter 4: 
Responsibilities in Faculty Evaluation of UFPP, and be it further 
Colleges and the Library revise their personnel policy documents by 
Spring 2020 to have chapter 4 of their documents cover responsibilities 
in faculty evaluation as per chapter 4 of UFPP. 
Proposed by: Academic Senate Faculty Affairs Committee 
Date: January 8, 2019 
Revised: January 30, 2019 
i (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 
(3) If there is no impact on existing policy, please indicate NONE. 
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· CHAPTER 4: RESPONSIBILITIES IN FACULTY EVALUATION 
The Academic Senate Faculty Affairs Committee (FAC) is a standing Senate committee with 
representation from each college, the library and professional consultative services, Academic Affairs, 
and a student representative. FAC employs a streamlined process for Academic Senate approval of 
personnel policies. This process specifies the nature of consultation with faculty affected by proposed 
changes and provides a clear accounting of which policy documents have been superseded by the 
proposed change. It also allows the Senate Executive Committee to place non-controversial updates to 
personnel policies on the Senate consent agenda. Using the new process, FAC will replace the current 
University Faculty Personnel Actions (UFPA) document piece by piece to construct a new University 
Faculty Personnel Policies (UFPP) document. FAC may then employ the same process to update 
sections of the new UFPP on an as-needed basis. 
The guiding principles in reforming the UFPA into the new UFPP are the following: 
• Clarify existing policies that are common and already in place across the university. 
• Standardize procedures for faculty evaluation at the university level. 
• Set baseline expectations and offer guiding principles with directives to the colleges and 
departments to specify their criteria accordingly attuned to the disciplinary considerations 
specific to their programs. 
• Establish a common structure for all personnel policy documents across campus. 
The Senate has approved a resolution (AS-859-18) establishing the general structure of the UFPP in the 
form of its main chapter divisions, each containing thematically unified selections of policy : 
1. Preface 
2. Faculty Appointments 
3. Personnel Files 
4. Responsibilities in Faculty Evaluation Processes 
5. Evaluation Processes 
6. Evaluation Cycle Patterns 
7. Personnel Action Eligibility and Criteria 
8. Evaluation of Teaching and Professional Services 
9. Evaluation of Professional Development 
10. Evaluation of Service 
11. Governance 
12. Workload 
13. Appendices 
FAC is proposing to the Senate individual chapters of UFPP, each covered by its own Senate resolution. 
A draft of one of these chapters follows in this document, preceded by a summary of its content, 
impact, and implementation, and a description of feedback received on this proposed chapter. 
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CHAPTER 4: RESPONSIBILITIES IN FACULTY EVALUATION 
Summary of Chapter 4: Responsibilities in Faculty Evaluation 
This chapter covers university-level requirements concerning the responsibilities of all those involved 
in faculty evaluation, including: the candidate under evaluation, department and college peer 
committees, department chairs and heads, and administrators involved in the evaluation processes. 
Impact on Existing Policy 
This chapter on the responsibilities in faculty evaluation gives a standard and clarified expression to 
pre-existing policies and practices, but does not establish new policies. 
Many of the provisions of this chapter are driven by the Collective Bargaining Agreement. The policies 
not directly specified by the CBA but left to campus discretion remain as they were in our prior 
University Faculty Personnel Actions document, which is the current university-level governing policy 
document. 
Implementation 
The establishment of UFPP by the Academic Senate would oblige the Colleges and the Library to 
restructure their faculty personnel policy documents into the same chapter division as UFPP. When a 
chapter of UFPP is approved by the Academic Senate and ratified by the President, they will now have 
a focused area of new or revised policy that they must consult and, if necessary, use to revise their 
documents accordingly. 
Current college documents typically describe the responsibilities of the participants in faculty 
evaluation. Sometimes these descriptions are combined with policies and procedures for conducting 
the evaluation. This form of guidance is more of a process guide than a policy statement. The 
establishment of this chapter of UFPP would require colleges to focus their policies on the 
responsibilities of those involved in evaluation to chapter 4 and call it "Responsibilities in Faculty 
Evaluation." 
For colleges whose account of the responsibilities of those involved in faculty evaluation are clear and 
up-to-date, and comply with university policy and CBA provisions, placing the statements of those 
responsibilities into this chapter would be the scope of implementation. Colleges with out-of-date or 
non-compliant policies about these responsibilities would have some guidance from UFPP about how 
to bring their documents into compliance. FAC and Academic Personnel have discussed some focused 
areas of non-compliance with the affected units and they have already taken the necessary steps to 
become compliant. 
Material in this chapter may form the basis for process guides the colleges can draft and include in the 
appendices of their personnel policy documents. 
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CHAPTER 4: RESPONSIBILITIES IN FACULTY EVALUATION 
Feedback from Faculty Units 
When proposing personnel policies, FAC consults with faculty units about the proposed change so the 
faculty units may offer feedback on the proposal. FAC then considers this feedback when revising the 
proposed policy and sending it to the Senate. 
The College of Liberal Arts provided editorial suggestions to clarify policy statements. 
What follows is the proposed text of the chapter ... 
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4. Responsibilities in Faculty Evaluation Processes 
4.1. Summary 
4.1.1. Faculty evaluation processes have various definable functions that are common across 
the university, such as the roles of candidates undergoing evaluation, Department 
Peer Review Committees, Department Chair/Heads, College Peer Review Committees, 
and administrators such as the Deans and the Provost. This chapter defines the 
responsibilities of these roles in faculty evaluation. Colleges and departments may 
specify additional responsibilities of the various roles within the college or department 
in faculty evaluation. 
4.2. Candidates 
4.2.1. Faculty subject to evaluation are candidates in the evaluation process. Candidates 
must provide a complete set of materials that includes evidence appropriate for the 
nature of the evaluation process and narrative reports pertinent to the purpose of the 
evaluation. (CBA 15.12) 
4.2.2. While faculty scheduled for a mandatory review will be notified by the college, faculty 
intending to be considered for early promotion to associate professor or professor or 
early tenure must notify the dean in writing (email is acceptable). This notification 
shall also be copied to the department chair/head . 
4.2.3. Candidates under review must view their own Personnel Action File (PAF) according to 
access requirements prior to the commencement of a.o. periodic evaluation and sign 
the PAF Log. 
4.2.4. Candidates must assemble and submit a Working Personnel Action File (WPAF) by the 
University established deadline for their evaluation process. 
4.2.5. Candidates must provide an updated curriculum vita for placement in their PAF. 
4.2.6. Candidates must provide an updated professional development plan for their WPAF. 
4.2.7. The ten days following the receipt of an evaluation report from any level of review 
comprises a rebuttal period during which the candidates may submit a written 
rebuttal or request to meet with the evaluator(s) to discuss the evaluation. (CBA 15.5) 
4.2.8. To acknowledge receipt of an AP 109 evaluation report, candidates must sign the 
report within the specified timeframe of ten days. 
4.3. Department Peer Review Committee (DPRC) 
4.3.1. For evaluation processes using a Department Peer Review Committee (DPRC), the 
initial level of review of the candidate is conducted by the DPRC. Evaluation of tenure­
track instructional faculty shall commence with a DPRC level of review. Lecturer 
faculty evaluation may commence with a DPRC level of review, according to College 
requirements. 
4.3.2. For Periodic Evaluations the department's probationary and tenured faculty shall elect 
members of the tenured faculty to serve on DPRCs. Both tenured and probationary 
faculty may vote on DPRC membership . 
4.3.3. For Retention . Promot ion or"Tenure Performance Evaluations. the DPRC shall consist 
f t least hree elected memb er f the tenured facult . DPRC mem rs must av a 
recommendations re ardin the evaluation of a facult unit em lo e . Howev r 
faculty committees established for this purpose may not be comprised solely of 
faculty participating in the Faculty Early Retirement Program. Approval shall bf: 
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s an evaluator mem 
.4. Faculty may serve on only one level of review (department PRC, department ~4.3
chair/head, or college PRC). (CBA 15.29) Faculty unit employees being considered for 
promotion themselves are ineligible for service on promotion or tenure peer review 
committees (CBA 15.42). A potential DPRC member with a clear conflict of interest 
with a faculty member scheduled for review (e.g., partner, very close friend or 
collaborator) should not stand as a candidate for that DPRC. DPRC members typically 
will be from the candidate's own department. However, DPRC members will 
sometimes need to be recruited outside the department when there is an inadequate 
number of faculty in the department who are eligible and available to serve on the 
DPRC. 
Hn!ii!it ef at lu!it thrn elected mombors ef tho tenured fHulty. lilPR6 mombor!i mu!it 
hai.·e a hisher ranl1/cla&&ificathrn than these IJeing 1mn!iidorod fer premotion. At tho 
l!equost ef a depal!tmont, the Pr@!iidont may asroe that il faculty unit omployoe 
participatiAS in the Fa0ult11 Euly Rotirement Progl!am ma1,: alse onsase in delilJ@l"atiens 
and mahe rocemmondatiens ieegal!ding tho e11aluatien of a faculty unit omplo,·eo. 
l=lewovu, faculty cemmittees established fer thi!i puiep@!i@ ma1,: not be 0omprised 
solely oHaculti,· participating in the Fe0ulty Early Retirement Pregram. Apr,roval shall 
b@ ebtainod frem the Dean if a departmer,U:oquo!its te have fut;1lty in FERP 
participate as an evaluater mBfflb@r ef the DPRG. (f.Bi9: 15.2) 
4.3.5. All DPRC members shall review both the PAF and the WPAF, signing the log sheet in 
each file. At least a subset of the DPRC shall observe classroom instruction. The DPRC 
shall review any professional development plan and offer guidance to the candidate 
for any needed modifications to that plan. This feedback on the professional 
development plan is especially important in helping faculty develop a compelling 
record for eventual promotion. All deliberations of the DPRC shall be confidential (CBA 
15.10). 
4.3.6. The DPRC shall use forms provided by Academic Personnel for their evaluation report. 
This report shall critically analyze the evidence on each performance dimension 
(teaching, professional development, service, ahd other), and offer any suggestions 
for improvement. The report shall clearly establish the basis for the conclusions of the 
report and how any recommendations resulted from the assessment of the evidence. 
4.3.7 . DPRC evaluation recommendations shall be approved by a simple majority of the 
committee (CBA 15.44). The DPRC shall vote for or against the proposed action 
(retention, promotion and/or tenure), or, under very rare circumstances, abstain. 
Abstentions require written explanation. In cases of split votes, the report should 
reflect the relevant perspectives on the committee and the rationale for the majority 
decision. In rare instances when agreement cannot be reached on the content of the 
committee report, the minority committee member(s) may submit a signed minority 
report. 
4.3.8. The DPRC report shall be provided to the candidate at least 10 days before sending 
the evaluation to the department chair/head. If the candidate requests a meeting 
concerning a rebuttal to the DPRC report, the DPRC shall meet with the candidate 
within the 10-day rebuttal period. The DPRC shall review any written rebuttal with the 
option of revising the recommendation or correcting errors in the original report. No 
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other written response, other than acknowledgment of receipt of the rebuttal, shall 
be provided to the candidate. 
4.3.9. Library, Counseling, and Athletic faculty units shall specify in their personnel policies 
the composition of their peer review committees. 
4.4. Department Chair/Head 
4.4.1. Department chairs/heads shall conduct their own separate level of review. For 
evaluation processes using a DPRC, the Department chair/head review shall follow the 
DPRC review. For evaluation processes not using a DPRC, the Department chair/head 
level of review initiates the review process. 
4.4.2. The department chair/head shall review both the PAF and the WPAF, signing the logs 
in each file. The department chair/head shall review any DPRC evaluation. The 
department chair/head shall review any rebuttal to the DPRC evaluation from the 
candidate. The department chair/head shall review any professional development 
plan and offer guidance to the candidate for any needed modifications to that plan. 
This feedback on the professional development plan is especially important in helping 
faculty develop a compelling record for eventual promotion. 
4.4.3. Department chairs/heads shall use forms provided by Academic Personnel for their 
evaluation report. This report shall critically analyze the evidence on each 
performance dimension (teaching, professional development, service, and other), and 
offer any suggestions for improvement. The report shall clearly establish the basis for 
the conclusions of the report and how any recommendations resulted from the 
assessment of the evidence. The report from the chair/head shall be provided to the 
candidate at least 10 days before sending the evaluation to the dean. 
4.4.4. If the candidate requests a meeting concerning a rebuttal to the department 
chair/head's report, the department chair/head shall meet with the candidate within 
the 10-day rebuttal period. The department chair/head shall review any written 
rebuttal with the option of revising the recommendation or correcting errors in the 
original report. No other written response, other than acknowledgment of receipt of 
the rebuttal, shall be provided to the candidate. (CBA 15.5) 
4.5. College Peer Review Committee (CPRC) 
4.5.1. The CPRC provides an additional level of evaluation for candidates undergoing a 
Performance Evaluation. The CPRC shall consist of up to one full professor from each 
department. Approval shall be obtained from the Dean if departments will not have a 
representative. Each member of the CPRC shall be elected by their department's 
tenured and probationary faculty for appointment to the CPRC. Colleges may specify 
further means of selecting CPRC members. 
4.5.2. Each CPRC member shall review both the PAF and the WPAF and sign the logs in each 
file. Each CPRC member shall review the prior levels of evaluation (DPRC and 
department chair/head) and any rebuttals submitted. All deliberations of the CPRC 
shall be confidential (CBA 15.10). 
4.5.3. Based on the review of the PAF, WPAF, and prior levels of evaluation, the CPRC shall 
vote for or against the proposed retention, promotion, and/or tenure, or, under rare 
circumstances, abstain. Abstentions require written explanation. A simple majority of 
the voting members constitutes the recommendation of the CPRC. The committee 
shall also rank the promotion candidates in one list. (CBA 15.44-45) 
4.5.4. The CPRC shall produce an evaluation report for each candidate under review. This 
report will critically analyze the evidence on each dimension of performance 
(teaching, scholarship, and service), both favorable and unfavorable, and produce a 
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narrative clarifying how the evidence was weighed and the conclusions and 
recommended actions derived. In cases of split votes, the report should reflect the 
relevant perspectives on the committee and the rationale for the majority decision. In 
rare instances when agreement cannot be reached on the content of the committee 
report, the minority committee member(s) may submit a signed minority report. 
4.5.5. The CPRC report shall be provided to the candidate at least 10 days before sending 
the evaluation to the dean (CBA 15.5). Candidates may request a meeting and/or 
submit a rebuttal to the CPRC report within the 10-day rebuttal period. The CPRC shall 
review rebuttal material with the option of revising the recommended action or 
correcting errors in the original report; no other written response, other than 
acknowledgment of receipt of the rebuttal, shall be provided to the candidate. 
4.6. Administrative Evaluators 
4.6.1. Administrative evaluators include College Deans, Associate Deans, Library Deans, 
Department Directors, Vice-Provosts, or the Athletic Director. For instructional tenure­
track faculty the administrative evaluator is the College Dean. For lecturer faculty the 
Dean may designate an Associate Dean to serve as the final level of administrative 
evaluation. 
4.6.2. Administrative evaluators shall review both the PAF and WPAF, signing the logs in 
each file, as well as all previous levels of evaluation and any rebuttals submitted. The 
dean shall provide a separate written evaluation. The administrative evaluator's 
report shall be provided to the candidate at least 10 days before placing the 
evaluation in the faculty member's PAF. 
4.6.3. Candidates may request a meeting and/or submit a rebuttal to the administrative 
evaluator within the 10-day rebuttal period. The administrative evaluator shall review 
rebuttal material with the option of revising the recommendation or correcting errors 
in the original report; no other written response, other than acknowledgement of 
receipt of the rebuttal statement, shall be provided to the candidate. 
4. 7. Provost 
4.7.1. The Provost is the final level of administrative evaluation for evaluation processes that 
conclude with the personnel actions of retention, promotion, and/or tenure. 
4.7.2. The Provost shall review the candidate's PAF, WPAF and reports from all levels of 
evaluation for final evaluation for retention, promotion and/or tenure. 
4.7.3. The Provost's letter to the candidate constitutes the final decision on retention, 
promotion and/or tenure. 
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Adopted: 
ACADEMIC SENATE 
Of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION TO MODIFY THE BYLAWS OF THE ACADEMIC SENATE 
1 WHEREAS, The consent agenda is a tool for increasing the efficiency of meetings; 
2 and 
3 
4 WHEREAS, The consent agenda is a procedure where a group of items are 
5 approved in a single motion without discussion; therefore be it 
6 
7 RESOLVED: That the Bylaws of the Academic Senate be modified as shown on the 
8 attached copy. 
Proposed by: Academic Senate Executive Committee 
Date: August 21, 2018 
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ADDITION to Bylaws of the Academic Senate 
Section V. MEETINGS 
E. CONSENT AGENDA 
Items appearing on the Consent Agenda are expected to be routine and 
noncontroversial. Common uses include, but are not limited to, modifications to 
departments, courses, programs, degrees; new courses; and editorial revisions to 
personnel policies. (New departments, programs and degrees must include a resolution 
and follow the regular approval path for resolutions.) 
Any item on the Consent Agenda may be moved to the regular agenda at the request of 
a Senator within the allowed time. If an item is so moved, it shall be placed on the 
Business Items of the agenda as a First Reading item. Certain Consent Agenda Items, 
such as recommendations from the Curriculum Committee or Faculty Affairs 
Committee, may require special procedures. 
Debate is not allowed on any item on the Consent Agenda, but questions for 
clarification are permitted. 
Items not removed shall be approved by general consent without debate. 
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Adopted: 
ACADEMIC SENATE 
Of 
CALIFORNIA POLYTECHNIC STATE UNIVERSITY 
San Luis Obispo, CA 
AS-_-19 
RESOLUTION TO MODIFY SECTION V. MEETINGS OF THE BYLAWS OF THE 
ACADEMIC SENATE 
Impact on Existing Policy: i None. 
1 WHEREAS, The Bylaws of the Academic Senate indicate that attachments are not 
2 amendable; therefore be it 
3 
4 RESOLVED: That the Bylaws of the Academic Senate be modified as shown below: 
5 
6 SECTION V. MEETINGS 
7 D. FIRST AND SECOND READINGS 
8 Second reading: the motion to adopt a resolution must be moved 
9 and seconded before debate ensues. It then belongs to the body 
10 and may be amended. Documents attached to a resolution are not 
11 amendable, and cannot be removed or added to a resolution. 
12 Voting on substantive resolutions shall take place only after a 
13 second reading of the resolution at a meeting subsequent to the 
14 meeting at which it was first introduced, except that the 
15 Academic Senate, by two-thirds vote of the senators present, 
16 may waive this requirement. After the motion has been moved 
17 and seconded, amendments may be presented for action by the 
18 Senate. 
Proposed by: Academic Senate Executive Committee 
Date: October 24, 2018 
i (1) Describe how this resolution impacts existing policy on educational matters that affect the 
faculty. Examples include curricula, academic personnel policies, and academic standards. 
(2) Indicate if this resolution supersedes or rescinds current resolutions. 
(3) If there is no impact on existing policy, please indicate NONE. 
